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Abstract 
Saima Rifet 
Exploring Hybridity in the 21st Century: 
The Working Lives Of South Asian Ethnic Minorities from a British Born 
Generation in Bradford 
Keywords: Hybridity; Culture; Self; Careers; Working lives; South Asian; 
Hybrids; Life Story; British born; Second generation 
This thesis explores the working lives of British Born South Asian Ethnic 
Minorities (BB SAEMs), critiquing the homogenous identities ascribed to them in 
previous research. Its methodology is life-story interviews analysed using Nvivo. 
This identified four hybrid categories emerging from two cultures. I fitted myself 
neatly into just one. However the reflexive analysis required in good qualitative 
research led me to realise that I fitted into not one, but all four categories, and 
into others not yet recognised. At this point, my thesis had to take a new turn. 
An auto-ethnographic, moment-by-moment study led to an ‘unhybrid 
categorisation of hybridities’ acknowledging ‘fuzziness and mélange, cut ‘n’ mix, 
and criss and crossover’ where identity is a complex-mix, always in flux. I 
conclude not only with this new theory of identity formation in the working lives 
of BB SAEMs, but also by arguing that by imposing the requirement to 
categorise, research methods lead to over-simplification and misunderstanding.  
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Preface 
Much of this thesis follows a traditional trajectory of literature review, 
methodology, data analysis and discussion of findings. However, it takes a 
different turn when, more than 80% through, it critiques much of what it has 
discussed. This Preface alerts the reader to this change of direction. 
The thesis is informed throughout by the cultural context of the researcher, a 
British born Pakistani. My role as a researcher and my identity as a British born 
daughter of South Asian-born parents who migrated to the UK are inter-linked. I 
fit the very criteria that I selected for the participant group suitable for this 
research. I see this as an advantage: one that allows me privileged access to 
events and experiences beyond those that superficially float on the surface. I 
expect that my position as a researcher will influence what interviewees 
disclose, but that my shared identity as a British Born South Asian Ethnic 
Minority (BB SAEM) will encourage them to give more information than if I was 
not from the same community as them. But my own identity contributes far more 
to this thesis than the advantages of privileged insights into the community 
studied.  
Firstly, I share many experiences with the study’s participants. I was unsure 
what career, or even what A-Levels, I wanted to pursue. I took up but 
subsequently dropped maths A-Level. I wanted to study criminal psychology 
and this was not available, but was successful in English and Advanced 
Vocational Qualification in Social Sciences. I then applied to University. My 
eldest brother was studying law so I had developed an interest in crime. I read 
careers advice booklets about routes towards a career in forensics. Careers 
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advisors were not very supportive so I did my own research on degree subjects 
that I found interesting. I did a foundation year in the sciences, registered for a 
degree in Chemistry with Pharmaceutical and Forensics Science but realised at 
the end of the first year that I had no interest in the physical sciences so I 
transferred to a BSc Honours in Psychology. As will be seen later, my struggle 
to find a career I would enjoy, the false starts, and the lack of support from 
careers advisors, is in many ways typical for BB SAEMs. 
What I will also suggest is typical, but not until late in this thesis, is that the 
category ‘BB SAEM’ tries to place highly diverse people into one category, and 
each of those people is themselves a multitude of identities. As a BB SAEM, at 
the least this is an amalgam of both my Western and Eastern cultures, and it 
varies over time. During my first few years at University, I went through a phase 
where I felt I needed to keep both separate; earlier I was inclined towards my 
Western culture because I felt suffocated trying to meet the expectations of 
others from my Eastern culture; today I lean towards a balance between the 
two. 
I began my journey by aiming to explore the working lives of British Born South 
Asians because this was one category that society taught me to relate closely 
to. It was my struggle in placing myself in this restricted category that led me to 
explore similar lives in my thesis, so that I can help others in my position to free 
themselves of such limitations. I wanted to provide a better understanding of 
this generation of individuals, who are so different from their migrant parents, 
yet often categorised as the same. After collecting life story experiences of 
twenty-one interviewees, I followed a systematic process of data analysis, as 
taught by my research methods training. Using thematic analysis I developed a 
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framework of four Hybrid categories to explain how BB SAEMs live between 
two cultures, each with diverse experiences. 
The next stage was to develop a theory to better understand these four hybrid 
categories. I developed a complex model to help understand individual hybrid 
identity. This showed that participants not only fit into numerous categories, 
beyond the four already found within my data analysis, but move between them. 
To better understand this, I carried out a further small study, an auto-
ethnographic account of myself going through a short, every-day episode.  
This led to a change in direction of the discussion, towards an understanding of 
a multiplication of difference and a move towards promoting a-categorical 
thinking. Without the earlier parts of my research I would not have arrived at the 
theory that I come to near the end. My thesis, in itself, takes the reader through 
my personal unexpected journey, and provides details of my experiences, as 
the researcher, during this process of developing a-categorical thought. 
Although I begin with constructivism, in the end I arrive at a very strong post-
structural theory, but without going through post-structuralism.  Unlike post-
structural thinkers who have only deliberated the use of the term hybridity as a 
critique of essentialist conceptions of identity and ethnicity; my thesis theorises 
this complex phenomenon. I develop a theory of Composite Hybridity that 
clarifies the term ‘hybridity’ and contributes to understanding the self in the 21st 
Century.
 1 
Thesis Introduction 
This thesis has three phases. In Phase 1, the novice researcher embarking on a 
doctoral study and learning the rules to be followed, I will address the current 
gap in research on the working lives of British Born Ethnic minorities: that is 
very little is known about this group of individuals as employees within a twenty-
first Century workplace. 
For many years, the working lives of ethnic minorities in the West have been of 
considerable interest to researchers in all disciplines, such as social sciences, 
business and management, engineering and informatics, and health studies.  
This list is exhaustive, but British Born Ethnic Minorities are still grossly 
underrepresented, in research, within the context of their working lives. Work is 
a broad context that is applicable to the entire population (Rutherford, 2012). 
Much of the literature, that seeks to understand the lives of Ethnic Minorities, 
unfairly homogenises both migrant and non-migrant generations, with very little 
consideration to how their working lives will be shaped differently, owing to their 
diverse experiences. Following a financial crisis; economic uncertainty; growth 
in ethnic minority populations; and high unemployment rates; now, more than 
ever, is a time when the working lives of the twenty-first century workforce 
requires attention. The issue of understanding the current workforce becomes 
more acute when we begin to consider the significant rise in ethnic minority 
populations, and realise that we know little about those groups that will have a 
huge impact on our economy in the future. 
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The percentage of non-white individuals1 in Britain is expected to increase 
between twenty and thirty per cent, from the current fourteen per cent, by 2050 
(Kirkup, 2014). Through the decade between the 2001 census and the 2011 
census, the UK ethnic minority population has increased significantly more than 
the white majority population, which has remained almost constant. In 2001, 
over a tenth of the UK working age population was formed by ethnic minorities, 
predicted to increase to 16.3% by 2022: the largest increase found is in 
Pakistani, Bangladeshi, Black-African and mixed ethnicities (Owen et al., 2015). 
The current statistics point towards increasingly high numbers of ethnic 
minorities, of a working age, spread across the whole of the UK (Owen et al., 
2015). Similarly the unemployment rates in the UK are also on a rise (ONS, 
2015). 
All that above was in way of introduction to a very important issue that has been 
overlooked by many researchers in all disciplines. First let’s suppose that the 
high statistics for ethnic minority populations, with high unemployment rates to 
match, provides researchers with a choice of categories/groups/populations to 
explore, in this case South Asian Ethnic minorities. When searching literature 
on South Asian Ethnic minorities, and their working lives, there is much to find 
in various fields, but it soon becomes obvious that the terminology used to refer 
to ethnic minorities is out-dated, with little consideration given to the changes in 
ethnic minority status. That is, the term ‘migrants’ is used to describe these 
populations, leading to the question: when do we stop being migrants? 
The use of the term ‘migrants’ suggests people permanently ‘migrate’ from their 
birthplace to another location. Why then are all generations of ethnic minorities 
                                            
1 Individuals of mixed or non-white ethnicity. 
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so commonly referred to as migrants? If second, third and fourth generation 
ethnic minorities are migrants then can one not argue that we are all migrants? 
In light of the above, this thesis sets out to explore the working lives of a British 
Born generation of South Asian ethnic minorities. In doing so, it argues that 
British Born Ethnic Minorities did not migrate to the UK, they were born and 
raised here, and therefore the widespread use of the term ‘migrant’ is 
inappropriate. In Phase 1, after defining what it means to be a migrant, Chapter 
one discusses the vast literature on migrant generations, and finally the little 
available literature on British Born generations of South Asian ethnic minorities. 
Having identified a research gap, the methodology is next discussed. Here 
details of the chosen methodology will be provided with some background 
knowledge on the choices made. The chosen methodology seeks to meet the 
following aims: 
! To explore the influential experiences and aspirations towards 
career directions of British Born South Asian Ethnic Minorities (BB 
SAEMs); 
! To explore individual experiences of employment within a twenty-
first century workplace; and 
! To explore the emerging identities of British Born South Asians. 
A life story interview method, focussing on the working lives of British born 
South Asian Ethnic Minorities (BB SAEMs) in Bradford, was employed. Twenty-
one participants were recruited using a snowball sample, although saturation 
was achieved at interview 17. The data was analysed using a thematic analysis 
with NVIVO as an analysis tool. 
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This thesis takes a reflexive approach in parts, with discussions in the first 
person. The adopted reflexive approach leads the reader into the final part of 
this thesis where an auto-ethnographical account of seven moments from the 
researcher’s life is explored in depth.  
Phase 2, The Novice Researcher learns obedience methodological rules, is an 
analysis and discussion of the major themes that arose from the data collected. 
This part is divided into two chapters, for each of the major themes found within 
the data. The first theme is careers and discusses a broad range of findings 
linked to the aims of this thesis. Career aspirations, influences towards future 
directions, experiences of job searching, and entering into employment for the 
first time are all discussed in Chapter three. 
Chapter four aims to narrow down the findings of this thesis, and considers the 
enactment of identity by individuals who have experienced an ‘East meets 
West’ cultural upbringing: SAEMs born and bred in the West with parents who 
spent the majority of their early lives in the East. The term ‘Hybridity’ is used 
here to signify variations in Cultural Hybrid forms of the self. Cultural Hybrid 
forms relate to the identities of SAEMs, thus the term ‘Hybridity’ stems from 
‘hybrid’ and ‘identity’. However, I distinguish Hybridity from identity, that is, that 
recognition people are given within a particular context, thus ‘connected not to 
their “internal states” but to their performances in society’ (Gee, 1990:99). 
Hybridity, in the context of this thesis, refers to the multiple identities operating 
within both our internal states and our performances in society. 
Hybridity, as understood in much previous work, suggests that identities are 
Hybrid and informed by culture, values, belief systems and our perceptions of 
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our experiences. Thus Hybridity, in a broad sense, involves a mix of 
phenomena regarded as different and separate but informing individual 
identities. At this level Hybridity blurs the distinction between various categories 
such as culture, class, race, groups, and so on (Bhabha, 1994; Essers and 
Benschop, 2007; Van Laer and Janssens, 2013). On another level Hybridity is 
concerned with the power relationships between dominant and minority, but 
once again blurs the destabilisation of this hierarchical relationship (Durham 
and Kellner, 2006). From a postcolonial perspective, Hybridity can be seen as a 
condition equivalent to alienation and homelessness. However there are some 
criticisms (Lavie, 1992) that this view ‘lacks agency, by not empowering the 
hybrid. The result is a fragmented Otherness in the Hybrid’ (Lavie, 1992:92).  
Hybridity as a term has been much debated since the publication of Homi 
Bhabha’s influential writing The Location of Culture published in 1994. Hybridity, 
in terms of culture (Stockhammer, 2011), is frequently considered a postcolonial 
phenomenon (p.1). Taking insight from Bhabha (1994) and Nederveen Pieterse 
(1994), Van Lear and Janssens (2013) describe this concept, used in cultural 
and postcolonial studies, as ‘in-between, ambivalent identities blurring 
categorical distinctions’ (p.3). 
Alternatively, a community-oriented approach (Durham and Kellner, 2006) to 
Hybridity argues that reworking history exposes its Hybridity and empowers the 
community by giving them agency. In all of these, Cultural Hybridity refers to a 
mixing of cultures. Hybridity is grounded in the notion of differences that all go 
into a mixture. Thus Hybrid identities are ‘characterised by a plurality of voices 
and combinations of facets of identity that are not “normally expected to go 
together”’ (Van Laer and Janssens, 2013:3). 
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More recently Hybridity is commonly observed in second-generation ethnic 
minorities displaying a mixture of cultural traits. This mirrors its use in Chapter 
four of this thesis, which explores the lives of second-generation ethnic 
minorities, of a British Born population. For many SAEMs in this thesis, 
experiences of their ‘culture of origin’ were secondary, and passed on by 
parents and other family members. So while Complex Hybridity, a concept 
revealed in Chapter five, considers ancestral (parents’ and grandparents’) 
culture, it does not emphasise this culture. Instead culture is but one aspect in 
understanding one’s Complex Hybrid self. 
Durham and Kellner (2006) consider Hybridity in poststructuralist and 
postmodern analysis, describing it as a key word commonly used in literature, 
one that has not been theorised. These authors suggest Hybridity as the 
‘antidote to essentialist notions of identity and ethnicity’ (p.667). But without 
theorising this complex phenomenon, how then can we make use of this 
antidote, and avoid its current ambiguous use that fails to consider its 
significance in understanding the self. Durham and Kellner (2006) argue that we 
are accustomed to theories ‘concerned with establishing boundaries… that a 
theory that instead would focus on fuzziness and mélange, cut ‘n’ mix, 
crisscross and crossover, might well be a relief in itself. Yet, ironically, of 
course, it would have to prove itself by giving as neat as possible a version of 
messiness, or an unhybrid categorization of hybridities’ (p.668). 
Chapter five, in Phase 3, Sophisticated Theory Development, attempts to do 
this, presenting: ‘as neat as possible a version of messiness’ that focuses ‘on 
fuzziness and mélange, cut ‘n’ mix, crisscross and crossover’. Through the 
dimensions proposed in Chapter five, I hope to overcome essentialist notions of 
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Hybridity, thus emphasising the infinite number of Complex Hybrids that cannot 
be limited to a set of attributes, nor can they be considered as fixed at any point 
in time.  
Hybridity, in the perspective that evolves in this thesis, is similar to identity in its 
acknowledgement that it can ‘change from moment to moment in the 
interaction, can change from context to context, and, of course, can be 
ambiguous or unstable’ (Gee, 1990:99). Nevertheless, identity is often 
dependent upon categories that are understood to inform identity work 
(Alvesson et al., 2008; Dacin et al., 2010; Gee, 1990; Sundar, 2008; Watson, 
2008). Gee (1990) identifies four categories: positions, states, individual traits, 
and experiences (Gee, 1990). Institutional identities (Alvesson et al., 2008; Gee, 
1990; Gioia et al., 2000; Watson, 2008) are the positions we occupy in society 
(a lecturer, a teacher, a social worker); Nature identity (Dacin et al., 2010; 
Deephouse and Jaskiewicz, 2013; Gagnon and Collinson, 2014; Gee, 1990; 
Kirton, 2009; Gonzalo, 2006; Sundar, 2008) is the state arising from ‘nature’ 
(such as gender or ethnicity); Discourse identities (Dacin et al. 2010; Gee, 
1990; Sundar, 2008; Watson, 2008) are individual accomplishments recognised 
by society (such as traits); and Affinity-identities (Alvesson et al., 2008; Gee, 
1990; Manning and Roy, 2010; Pratt and Foreman, 2000; Sundar, 2008; 
Watson, 2008) are based on the experiences we have had within ‘affinity 
groups’ (such as a Manchester United fan) (Gee, 1999: 100-101). Some 
identity-forming constructs are imposed upon us by ‘nature’ or ‘society’, and 
others are choices that we make ourselves, but all are linked as they mutually 
support and sustain each other.  
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I am concerned about the essentialism in such discussions of identity, such as 
the assumption that one’s South Asian identity will influence one’s sense of self 
in a limited number of ways. Every individual experiences identity-forming 
categories differently. Although we may be categorised with a particular identity 
that we share with a wider group of people, our personal subjectivities will differ 
and thus the enactment of each person’s identity will vary from all others. It is 
awareness of these individual subjectivities that informs our sense of self in a 
way that broad identity categories cannot. So each person with, say, a South 
Asian identity, will interpret it differently from all others with that identity. The 
sense of self is, in part, an awareness of the interpretive systems underwriting 
the recognition of our identities. We subconsciously use these interpretive 
systems to enact our multiple identities, but a conscious awareness of these is 
caught up in our sense of self. That is to say that identity and the subjective 
sense of self are not the same, although the former may influence the latter in 
some ways.  
Hybridity in the current perspective of this thesis can be practically used to 
explore our experiences, through the dimensions proposed in Chapter five, that 
amount to multiple dimensions of the self, allowing us to free our minds of the 
limitations imposed by categories. Homi Bhabha uses the term Hybridity to draw 
‘attention to the reliance of cultural narratives upon the other’ (Yazdiha, 2010: 
32). So where other authors have employed Bhabha’s (1994) use of the term 
Hybridity ‘as a powerful tool for liberation from the domination imposed by 
bounded definitions of race, language, and nation’ (Yazdiha, 2010:32), I will 
employ the term as a tool for liberation from the domination of categorisation of 
any kind. 
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In the end this thesis was not just an exploration of British Born South Asian 
Ethnic Minorities (BB SAEMs), but it was also a journey for a British Born South 
Asian ethnic Minority Researcher. In researching other BB SAEMs I was able to 
develop a model for self-understanding, but little did I know when I set off on 
this journey, that the development of that model would change my mind in ways 
I had not imagined. 
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Phase 1: The novice researcher embarking on a doctoral study 
and learning the rules to be followed. 
‘I don’t feel that it is necessary to know exactly what I am. The main interest in 
life and work is to become someone else that you were not in the beginning. If 
you knew when you began a book what you would say at the end, do you think 
that you would have the courage to write it? 
What is true for writing and for love relationships is true also for life. The game 
is worthwhile insofar as we don’t know where it will end.’  Michel Foucault 
If I were starting this thesis now, I would write a very different literature review 
chapter, as will become clear when the reader reaches the final chapter. 
However, it is necessary to include Phase 1 of this thesis, in what is much like 
its original form. A self, who is very different from the self who has written Phase 
3 of this thesis, wrote that earlier form. This thesis is, in part, a summary of a 
journey, and thus it starts with an earlier ‘section’ written by someone who 
perhaps no longer exists. 
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CHAPTER 1: Literature Review 
Introduction 
A vast amount of literature seeks to understand the historical context and 
experiences of ethnic minorities. This literature ranges from papers on the 
history of immigration (Ansari, 2004; Cesarani, 1987; Adams, 1987; Eade and 
Garbin, 2006; Gardner, 1995); entrepreneurial experiences (Altinay and Altinay 
2007; Bagwell, 2007; Basu 2010; Chaudhry and Crick 2005; Collins and Low 
2010; Kwong et al. 2009; Mcline et al. 2012; McPherson 2007; Smallbone et al. 
2007; Worthington et al. 2006); discrimination at work (Brown, 2000; Clark and 
Drinkwater, 2000; Frijters et al. 2005; Perrett et al., 2010; Royster, 2003; 
Trimble and Kmec, 2011); violence amongst youth (Bloemraad and Wright 
2014; Harper and Reskin 2005; Keith, 1995); labour market outcomes (Damn, 
2009; Oreopoulos et al. 2008; Page and Solon 2003; Rubery and Smith, 2006); 
education (Abbas, 2007; Abbas, 2007b; Adsera and Chiswick 2007; Ahmed, 
2001; Basit, 1997; Dale, 2002; Portes and Rumbaut, 2007; Shah et al., 2010); 
women at work (Botcherby, 2006; Dale, 2002; Evergeti, 2006; Hussain and 
Bagguley, 2005; Kay, 2006; Kirton 2009; Lamont and Molnar, 2002); employer 
benefits and disbenefits (Connell and Burgess, 2009; Lee, 1999; Perrett et al., 
2011; Psoinos, 2007; Robertson and Block 2001; Stark and Poplar, 2009); and 
much more. With such a pool of literature available to explore, this chapter 
seeks to provide an overview of current literature on the working lives and 
experiences of ethnic minorities, with particular reference to British born 
workers of a Pakistan and Bengali heritage. This chapter will identify and detail 
the research gap that this thesis seeks to address. 
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First and foremost the chapter will begin by exploring concepts of ethnicity, and 
how they evolved: from conception during the Greek times, to the modern use 
of the term in the twenty-first Century. Defining the term ethnicity and exploring 
its history will add substantially to this chapter. The construction of the term 
illustrates its usage over time and its relevance, to the current thesis, and the 
twenty-first Century. 
Secondly, this chapter will identify the different generations of ethnic minorities, 
specifically South Asian ethnic minorities with a Pakistani and Bangladeshi 
heritage, currently present in the UK workforce. This section will consider 
literature on the working lives of first-generation ethnic minorities. Though this 
thesis will maintain a focus on British born generations, some literature on 
immigrant generations will be considered in this section. This will support the 
discussions to follow, that the lives of a British Born generation should be 
explored separately to those of their parents’ and grandparents. This literature 
review will not delve into the growing body of literature on self-employment 
(Clark and Drinkwater, 2009; Dhaliwal and Gray, 2008; Dhaliwal and Kangis, 
2006; Senik and Verdier, 2008), because the focus is to explore the working 
lives of those that choose to take up employment, rather than self-employment. 
Nevertheless, some brief references may be made to self-employment literature 
considering its tentative relationship to employment.  
Thirdly, an in-depth exploration of recent literature on the working experiences 
of Pakistani and Bangladeshi, British born ethnic minorities, in the UK, will 
follow. This exploration will include a search on available literature on 
employment opportunities, such as selection, promotion, training and 
development.  
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After exploring the construction of ‘ethnicity’ in the west, and the generations of 
ethnic minorities in the current UK workplace, this chapter will maintain focus on 
second generation South Asian ethnic minorities, and their experiences of work 
in the United Kingdom. The chapter will then conclude by bringing together the 
sections to consider how this thesis can make a valuable contribution to 
knowledge in the 21st Century. Overall this literature review seeks to identify a 
gap in knowledge, which will lead to the aims that the thesis will address.   
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1. Concepts of Ethnicity 
As per the modern usage of the term ‘ethnic minority’, when individuals migrate 
to a country where the indigenous population follows a different culture, and has 
a different ethnicity to the migrating individuals, then the migrating populations 
are referred to as ethnic minorities. In the UK, this is a commonly used term, as 
many foreign cultures and individuals from ethnic minority groups (Nwankwo 
and Lindridge, 1998) have either settled in or travel to the UK, for business, 
study, or vacation. Cultural differences have also been associated with ethnic 
differences (Cox et al., 1991; Dovidio et al., 2002; Fearon, 2004), as an 
indication of diverse backgrounds and distinctive traditions. Thus, the following 
sections will begin with the modern definition of the term ‘ethnic minority’, and 
provide insight into literature on ‘culture’2, to emphasise the importance of 
culture and its relevance to ethnicity. 
‘Ethnicity’ has been described as ‘one of the most intensely discussed concepts 
in the social sciences’ (Gabbert, 2006:85), yet ‘there is no general consensus 
on the exact meaning of the term’. The significant differences in both the 
societal stance and the political possibilities of diverse ethnic minority 
communities make it difficult to achieve a consensus on the exact meaning of 
the term. Instead this allows for ‘the analysis of ethnicity in different contexts 
and its conceptualization as a process rather than the substance or property of 
a group’ (Gabbert, 2006:98). This consideration of the term suggests that ethnic 
communities are not a universal form of social organisation. In order to 
appreciate Gabbert’s argument it is important to delve into literature, specifically 
                                            
2 Due to the breadth that culture extends this section will briefly highlight the influence of culture 
on ethnicity. The importance of culture to the working lives of the ethnic minorities being 
explored in the current thesis will be discussed at a later point in this thesis. 
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in the fields of sociology and anthropology, which theorise race and ethnicity to 
explore how the definitions have altered over time. These changes over time 
will be discussed within the second part of this section, in order to bring together 
this literature review chapter. However, initially it is important to appreciate the 
relevance of culture the modern use of the term ethnicity. 
1.1 Ethnicity and Culture 
Although traditionally the terms ‘ethnic group’ or ‘ethnicity’ originates from 
the Greek word ‘ethnos,’ which is translated as ‘tribe’ or ‘nation’ (Soanes 
and Stevenson, 2003), the more modern use of this term is related to 
people with distinct cultural identities. The following definition, taken from 
the Oxford dictionary, interprets ‘ethnic’ following the modern usage of 
this term: 
“1. Relating to a group of people having a common national or cultural 
tradition, 
2. Referring to origin by birth rather than by present nationality, 
3. Relating to non-Western cultural tradition,” 
Here ethnicity is illustrated as a branch that stems from culture: the 
definitions refer to groups of individuals who share a similar, non-
western, cultural tradition. The similarities may be a trait, such as race, 
inherited by individuals, or a learnt way of living, working, and seeing 
things from a certain perspective. In literature culture has been generally 
associated with countries, and precisely ethnic groups (DuPraw and 
Axner, 1997), with some scholars providing specific views on the term 
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(Hofstede, 2001; Williams, 1985).  Hofstede (1991:10) observes that 
“almost everyone belongs to a number of different groups and categories 
of people at the same time, people unavoidably carry several layers of 
mental programming within themselves, corresponding to different levels 
of culture”. Hofstede is referring to culture in various forms, such as 
national, regional, ethnic, religious and gendered culture. 
In terms of its relevance to the current thesis, there is much research 
evidence that suggests that national cultures influence practices within 
organisations (Ardichvili et al., 2006; Doney et al., 1998; Hofstede, 2001; 
and Morosini et al., 1998). Hofstede expands the reader’s view on culture 
by identifying that national culture somehow influences the performance 
of society and organisations. Hofstede et al. (2002: xviii) recognise 
‘national culture’ as the name people give in order to distinguish “people 
of one country from those of another. National culture runs deep. It is 
taught to children from the day they are born”. This provides an insight 
into the extent to which national culture is embedded within individuals: 
something that is learnt over many years, from childhood up to 
adulthood. Additionally, national cultures have been recognised as “a 
complex construct’, one that ‘we simplify at our own peril’ (Tayeb, 
2001:95). Even within cross-cultural studies, there is a trend to 
emphasise on limited dimensions, ignoring several aspects of cultures 
that may equally influence the values, attitudes, and behaviours that 
people display, or otherwise have (Tayeb, 2001). Aspects of culture, 
such as local and ethnic culture, and their influence on national culture, 
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are often overlooked, although they may add significant value to our 
understanding of particular groups. 
On the contrary, many may argue that the research ideas presented by 
Hofstede are based on the presumption that within every country there is 
a uniform national culture (Fougère and Moulettes, 2007; Hampden-
Turner and Trompenaars, 1997; McSweeney, 2002). Hofstede does 
acknowledge the existence of other types of cultures, but fails to afford 
any influence to these. It will be interesting to see whether the current 
research thesis, which maintains a focus on a British born generation of 
ethnic minorities, reveals an insight into these findings. For the purpose 
of this research, a combination of the views, briefly presented here to 
interpret culture and its relevance to ethnicity, will be used. 
It may be relevant at this point to note that culture will be referred to as 
an integrated prototype of experiences, beliefs, and behaviours that 
derive from social learning. Furthermore these beliefs and behaviours 
are an outcome of shared attitudes, principles and traditions that 
characterise the culture itself. This is put more simply by Avruch and 
Black (1991) in that “one’s own culture provides the ‘lens’ through which 
we view the world; the ‘logic’... by which we order it; the ‘grammar’... by 
which it makes sense”. Therefore culture is fundamental to what one 
sees, how an individual makes sense of what they see, and how the 
individuals then express themselves following their perceptions. Bearing 
in mind the importance of culture in an individual’s life, this section will 
now explore how the term ethnicity has been used over time in different 
parts of the world. 
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1.2 ‘Ethnos’ to ‘Ethnicity: Changes over time 
The modern definition of the term ‘ethnic’, and its relationship to culture, 
was a useful starting point to the discussion that will now follow. 
Accordingly the remainder of this section will identify how the term was 
conceived and used historically. This exploration of ethnicity will provide 
significant contribution to the current thesis as it aims to understand and 
acknowledge reference to ethnic minorities in history and how its usage 
has evolved over time (Câlin and Dumitrana, 2001; Fakoussa and 
Collins, 2011). 
The early uses (850-650BC) of the term ‘ethnos’, which implies ethnicity 
were during the period of Homer, a Greek poet and writer (Gabert, 2006; 
Stewart, 2006). During this period the term ‘ethnos’ was employed to 
refer to a number of sizeable related groups such as warriors, birds or 
bees. In later years (384-322) the term ‘ethnos’ was employed by 
Aristotle to identify ‘aliens’ or ‘barbarous’ groups as being different to the 
indigenous population of Ancient Greek (Gabbert, 2006). Barbarians 
were people that spoke incomprehensible languages and were seen as 
having a lack of civilisation, direction, and morality (Gabbert, 2006; Ward 
and Lott, 2002). In line with these findings, Ward and Lott (2002) suggest 
that whilst Aristotle used the term ‘polis’ to refer to a group of people that 
lived under common laws and considered a common political end, the 
term ‘ethnos’ was its alternative for people other than the indigenous 
population of Ancient Greek, hence a term used to describe groups of 
people who lived ‘in social arrangement without law and purpose’ (Ward 
and Lott, 2002:18). During this period, ‘ethnos’, in line with the Latin word 
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‘natio’, was solely used to identify foreigners. Similarly, others (Peterson 
et al., 1982) have noted that the term ‘natio’ was greatly used by the 
Romans, in later years, to identify foreigners who were born in the same 
region of land (covering up to a thousand square miles), thus categorised 
as belonging together (Gabbert, 2006; Peterson et al., 1982). 
In later years, within The New Testament of the Greek text, ‘ethnicity’ 
was a term employed for people that do not follow the Jewish or 
Christian religion (Gabbert, 2006; Peterson et al., 1982). Despite these 
early uses to represent foreign groups of people, there was a period 
leading up to the beginning of the eighteenth century where the terms 
‘natio’ and ‘race’ were used to refer to people with a high class or 
respectable status in society (Gabbert, 2006). This change came about 
after the thirteenth century. Up until the fifteenth Century the term ‘race’ 
had varied meanings. After this point, ‘race’ was a term adopted to refer 
to lineage, mainly of noble families and classes of people, specifically in 
France as well as other Western parts of the world such as Europe and 
USA. In the early eighteenth Century there was a limited use of the term 
‘natio’, by many, to refer to mainly the upper class. Charles Motesquieu, 
a French author and political thinker, exemplifies this in his reference to 
only noble people such as bishops, when using the term ‘natio’ (Gabbert, 
2006). However it was not until later in the eighteenth Century when 
‘race’ obtained it’s meaning as one of the subdivisions of the human 
race, especially in the West (Gabbert, 2006:86). 
Ideologies that identified ‘the people’ as a united group lacking culture 
and civilisation, transformed near the end of the eighteenth Century, to 
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one of a sociable nationalised society that share a mutual culture 
(Gabbert, 2006). Here, the term ‘ethnic groups’ referred to groups of 
people that were non-dominant within the state or nation, holding 
significantly diverse cultures to the majority. The scholarship of 
differences and backgrounds of various groups of people globally, 
revealed an extended use of the term ‘ethnic’, in both Europe and USA. 
Characteristics, such as religious beliefs, cultural lifestyles, behaviours 
and physical features were employed to separate people into groups 
(Gabbert, 2006). 
In the eighteenth and nineteenth century ‘race’, ‘class’, ‘ethnicity’ and 
‘nation’, were used interchangeably, as there was no obvious separation 
of the terms (Fenton, 2003; Gabbert, 2006; Wade, 1997). This lack of 
consensus is problematic considering how complex and powerful 
language can be. When many words are employed, to refer to what 
seems like one phenomenon, it is difficult to comprehend the extent to 
which the definitions will vary, for each. 
In the nineteenth Century, definitions for the term ‘ethnicity’ began to 
emerge, following German Sociologist, Max Weber’s writings about the 
defining characteristics of ethnic groups (Schermerhorn, 1978). Weber 
linked ethnicity to common descent (Gabbert, 2006:88) and ‘defined 
ethnic groupings as aggregations of people who shared a ‘subjective 
belief in their community of descent’’ (Gabbert, 2006:88). Gabbert (2006) 
notes that Weber related ethnicity to cultural or phenotypic resemblance. 
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In the twentieth Century, the use of the term ‘ethnic’ changed again. 
Ethnic groups were categorised by country of origin, and the term ‘nation’ 
was used to denote the dominant population. A textbook definition of 
ethnicity in the late twentieth Century is that it was ‘a collective within a 
larger society having real or putative common ancestry, memories of a 
shared historical past and a cultural focus on one or more symbolic 
elements defined as the epitome of their peoplehood’ (Schermerhorn, 
1978:12). Examples of these ‘symbolic elements’ can be a combination 
of forms of language or dialect, nationality, religion, patterns of kinship 
and tribal attachments.  
In the twenty-first Century the term ‘Ethnic minority’ has further evolved 
in western society, and is used to refer to non-white individuals as a 
whole. However, in some cases it is broken down to distinguish between 
‘ethnic minority’ groups, using terms such as ‘Black’ or ‘Asian’, and even 
with the use of ethnonyms3, i.e. Pakistani. 
Exploring the concept of ethnicity has revealed its progression from 
barbarous groups of people with lack of civilisation, to one that 
differentiates between white and non-white groups. Following this 
historical overview the next section will explore ‘ethnicity’ in modern 
society, seeking to understand how the term is used in the twenty-first 
Century, thus its relevance to the current thesis. 
                                            
3 The different names for ethnic groups 
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1.3 Modern usage of ‘ethnic minority’ 
The changing definitions of ethnicity have thus far been explored. In 
considering this concept and its use closer to the twenty-first Century, we 
can explore definitions of ‘ethnic minority’ that are used in recent 
literature (Anderson, 1991; Cornell and Hartman, 1998; Fakoussa and 
Collins, 2011). In all of the definitions located, a ‘sense of belonging’ was 
common amongst the minority groups found within larger national groups 
(Burton et al., 2004). Thus ‘ethnic minorities are identified by cultural 
practices different from those belonging to the basic population’ 
(Fakoussa and Collins, 2011:3). 
The Oxford dictionary definition of the term ‘ethnic’, in the twenty-first 
Century, is ’relating to a population subgroup with a common national or 
cultural tradition’ (Oxford Dictionary, 2011). The definition for ‘Minority’ 
has been taken from the same source as ‘the smaller number or part, 
especially a number or part representing less than half of the whole’. 
Thus ethnic minorities are defined to hold distinct cultural practices to the 
indigenous population. This does not mean that all categories of ethnic 
minorities share common cultural practices; instead distinct ethnic 
minority groups will each share common cultural practices. However, 
there is often a lack of distinction amongst various groups of ethnic 
minorities when considering them apart from the white indigenous 
population. In many instances in the twenty-first Century it is the case, 
where ethnic minority groups are categorised separately, but, when 
comparing to white indigenous populations, references to ethnic groups 
are homogenised, setting them apart as ‘non-whites’ or ‘ethnic 
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minorities’. This use has some connotation of all ethnic minorities sharing 
a similarity, possibly one of being foreign such as ‘migrant’. So, although 
‘white’ is categorised as an ethnicity, a modern and generally 
interchangeable use of the terms ‘ethnic minority’ and ‘migrant’, insinuate 
otherwise. 
This is especially significant when delving into the demographics of cities 
such as Bradford where there is an increasing number of British born 
professionals from an ‘ethnic minority’ community that will either be 
entering into employment, or are currently employed within a twenty-first 
Century UK workforce. Recent research (Atewologun and Singh, 2010) 
exemplifies the extent to which ethnic minorities are more commonly 
classified in their daily lives as individuals who hold completely distinct 
cultural values and characteristics from their white native counterparts. 
This assumption leads to a general failure in acknowledging a cultural 
mix amongst those ethnic minorities that were born and bred within the 
same society as the indigenous population. This is not to say they are 
the same as the indigenous population, but instead to oppose claims that 
imply they are the same as their migrant parents. 
The use and interpretations of the terms ‘ethnic minority’ and ‘migrant’ 
are useful when considering the lives of British born ethnic minorities, 
whom are often referred to using such terms that also identify foreign 
people. Whilst ‘ethnic minority’ denotes different heritage to the 
indigenous population, it fails to differentiate the distinct cultural 
experiences and upbringings of British born generations. This difference 
plays a fundamental part in their self-understanding, and influential 
 24 
experiences at work and home (Ahmad, 2011; Dale, 2002; Frijters et al., 
2005; Jacobson, 2010; Manning and Roy, 2010; Russell, 2012). Thus, 
elaborating on the earlier mention of complexity and power in language 
will be useful here. 
Language is a central drive for social construction. It has a power with 
which to shape and guide one’s thinking and action. The English 
language has an extended vocabulary of feeling and emotion that is not 
always translated with ease into other languages. Cromby and 
Nightingale (1999) explain ‘that social processes, particularly language, 
are central to everyday life and experiences’ (Cromby and Nightingale, 
1999:4). However, this does not mean that the same terms are used to 
express one emotion or thought by everyone. For example, by ‘antisocial’ 
one individual may mean ‘quiet and reserved’, whilst another person may 
interpret this as ‘aggressive’ (example taken from Cooper, 2002:27). 
Likewise, two individuals using two different words may be referring to 
the same thing. Behaviour emerges from interpretations of meaning 
made in context. Thus, behaviour is a result of the values and norms that 
each culture imposes on its individuals. Society and the cultures within it 
have their own codes of what is acceptable and what is not, and 
individuals act based on these. For this reason the current uses of the 
terms ‘ethnic minority’ and ‘migrant’ are fundamental to this thesis 
because they provide a basis for which to build up. These terms are 
often used as an indication of the background and lived experiences of 
the individuals whose lives are to be explored. 
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The above exploration raises the question of whether there is a need for 
another term for ‘ethnic minority’ individuals of a foreign heritage, but 
born and bred in a British society, with diverse experiences to their 
parents and ancestors. Thus, are their differences, to the indigenous 
population, such as their intermixed cultural experiences, phenotypic 
characteristics, and historical background sufficient to isolate, British 
born ethnic minorities via the use of language? Could recognition of their 
differences to their ancestors, shape their experiences of national 
culture, and sense of belonging, otherwise? It cannot be ignored that 
British born ethnic minorities will learn some cultural practices, from their 
immigrant parents or grandparents. Similarly, they will learn cultural 
practices from the society in which they reside, and are raised. In the 
indigenous white population there are also variations, such as social 
class, schooling, and quality of education, family values, and religion and 
much more. These variations have thus not separated them, via the use 
of language, from the national culture in which they were raised. 
In suggesting that another term should be used to identify British born 
and bred ethnic minorities, the intent is not to insinuate disregard for their 
inherited cultural identity. Instead it is to acknowledge their differences 
from first-generation, migrant ethnic minorities, and to consider the value 
of their upbringing in the West. This is to assert that a sense of belonging 
towards both their cultures is needed, to break free of the feeling that 
they are torn between the two (Bhabha, 1994; Werbner, 2001). This 
debateable phenomenon has been widely ignored within management 
literature to date, where, of the few references to British born 
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generations, many mention them as ‘migrant’ workers (Holgate, 2012; 
Kirton, 2009; Manning and Roy, 2010). 
The term ‘ethnic minority’ in the twenty-first Century and its relevance to 
the current thesis has been explored so far. The use of this term is found 
to be problematic, when referring to British born individuals who find 
themselves ‘stuck between the devil and the deep blue sea, as they are 
accepted by neither audience, rather than by both’ (Van Laer and 
Janssens, 2013:8). This thesis will add to the small contribution in 
management literature that refers to British born ethnic minorities as that: 
British Born Ethnic Minorities (BBEMs). An appropriate abbreviation 
(BBEMs) will be used when referring to these individuals. For now this 
literature review chapter will continue by briefly identifying the different 
generations of ethnic minorities, specifically South Asian Ethnic 
Minorities (SAEMs) with a Pakistani and Bangladeshi heritage, currently 
present in the UK workforce. Literature on the working lives of first-
generation immigrant ethnic minorities will follow, before progressing to 
the final part of this literature review, which considers SAEMs and their 
working lives. 
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2. Migrant Ethnic Minorities 
Despite the dearth of research into second and third generation ethnic minority 
workers, there is a range of literature that focuses on the working lives of first-
generation and 1.5 generation ethnic minorities in the UK, often recognised as 
migrant workers (Clark and Drinkwater, 2000; Connell and Burgess, 2009; Gap 
Min, 2007; Lee, 1999; Perrett et al., 2011). The literature identifies issues such 
as recruitment; managing diversity; trade union involvement; and discrimination 
policies and practices. It adds considerably to our understanding of the working 
lives of first-generation ethnic minorities, who migrate for labour purposes, and 
often settle in the UK on a permanent basis. A close look into some of this 
literature will provide a better appreciation of experiences that individuals, from 
cultures distinct to those of the indigenous population, have in the workplace. 
This will further provide a starting point for the current exploratory thesis, which 
intends to explore the lived experiences of SAEMs within the twenty-first 
Century workforce. 
The term ‘migrant’, which stems from the word ‘immigrant’, was introduced in 
the previous section, but not formally defined. Thus I will begin with a definition 
of ‘immigrant’, a term often used in literature to refer to first-generation ethnic 
minorities, and at times to refer to all generations of ethnic minorities. 
Next, this section will consider the available literature on first-generation ethnic 
minorities, leading up to the final part of this literature review: the working lives 
of British born generations, which will help identify the research gap that this 
thesis aims to address.  
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2.1 Defining ‘immigrant’ 
An immigrant is defined as ‘a person who comes to live permanently in a 
foreign country’ (Oxford dictionary, 2011). However, more than one 
definition arises in recent literature, thus it seems that inheritance is also 
a dependable factor on the use of the term. This will be explained in the 
following sub-sections. 
2.2 First-generation Ethnic Minority immigrants 
The formal definition for the term ‘first-generation’ in the Oxford 
Dictionary is: 
‘1. Designating the first of a generation to become a citizen in a new 
country’. 
Individuals who migrate to another country, in which they were not born, 
during their adult life, are first-generation ethnic minorities. Although 
these individuals may later gain citizenship within the country to which 
they have migrated, they are still first-generation ethnic minorities, often 
referred to as immigrants. Research on these individuals suggests that 
they rarely speak fluent English, and tend to bring with them an array of 
cultural values that are often distinct to those within the ‘foreign country’ 
to which they have migrated (Mehta and Belk, 1991). 
Within this definition of first-generation ethnic minorities, there are two 
separate groups: those who have been identified above, and those who 
migrate to another country during their late childhood or early teenage 
life. This second type of first-generation ethnic minorities, are identified 
as the 1.5 generation (Boyd, 2002; Harker, 2001; Harklau et al., 1999; 
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Kim et al., 2003). This is primarily because, although their identity will be 
shaped by their upbringing in a foreign country to which they have 
migrated, they will still bring with them some cultural values from their 
home country. The combination of the two cultures4, shape their cultural 
values differently from those of first-generation ethnic minorities. 
Furthermore, 1.5-generation ethnic minorities tend to be more fluent in 
the new language, and are often bilingual. They find it easier than first-
generation ethnic minorities to integrate into the local and national 
culture, and into the society, to which they migrated (Gap Min, 2007). 
2.3 First-Generation Workers (FGW) 
A majority of economic and urban studies literature (Adams, 1987; 
Castles and Rajah, 2010; Clark and Drinkwater, 2000; Fakoussa and 
Collins, 2011; Fearfull and Kamenou, 2010; Jin et al., 2011; Perrett et al., 
2011; Psoinos, 2007; Stark and Poplar, 2009), that seeks to explore the 
experiences of ethnic minorities, identifies them as victims of society’s 
structures rather than ‘knowledgeable, reflexive and active agents’ 
(Atewologun and Singh, 2010:344). Evidence shows that there is an 
extreme work-life imbalance amongst FGW’s (Fakoussa and Collins, 
2011), with poor living conditions and very little changes from when they 
first migrated (Jin et al., 2011). Many migrant workers are faced with 
challenges from the moment they enter the UK (Perrett et al., 2011). 
Frequently, as a consequence of their weak financial position upon 
arrival into the UK, they are limited in their choice of work. Thus FGW’s 
are left with no option but to undertake low paid and low skilled jobs, in 
                                            
4 The culture of the country they were born in and the culture of the foreign country, which they 
migrate to. 
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comparison to their potential and skill base: ‘even those with higher skill 
levels and competence in the English language are more likely to be 
employed in such vulnerable roles’ (Perrett et al., 2012:3). Although 
Perrett et al. (2012) do not specify which ethnic groups they are referring 
to, their paper aims to identify issues faced by ethnic minorities from a 
number of groups including Pakistani ethnic minorities, both of a first and 
second generation.  
Other areas of literature on ethnic minorities, provides evidence of the 
benefits and dis-benefits of first-generation workers (FGW) to employers. 
Firstly, the benefits of FGW, although some are dis-benefits to the 
employee, include: low labour costs, a strong work ethic, and other 
desirable attitudes to work such as labour flexibility advantages (Connell 
and Burgess, 2009; Lee, 1999; Perrett et al., 2011). FGW’s are also 
more likely than natives to take up undesirable working patterns such as 
night-time and weekend shifts (Fakoussa and Collins, 2011). Dis-benefits 
to the employer include potential language barriers, lack of social 
integration between migrant and native employees, and low skills base in 
some cases (Connell and Burgess, 2009; Lee, 1999). 
Whether these benefits and dis-benefits, to employers, arise from factors 
intrinsic to ethnic minority workers themselves, or arise within the context 
in which they work, is questionable. 
Some research suggests that ethnic minority professional workers face 
discriminatory treatment, with less access to training than their white 
counterparts (Connell and Burgess, 2009; Lee, 1999), and no recognition 
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of the qualifications earned in their home countries (Psoinos, 2007). 
Other research findings indicate noteworthy, yet small, differences in 
performances of ethnic minorities and their white counterparts 
(Robertson and Block 2001; Stark and Poplar, 2009). In regards to 
progression in the workplace ethnic minorities are reported as falling 
behind the performance levels of white employees. Ethnic minorities are 
valued for their contribution to the organisation. However, they are not 
always offered development opportunities, or encouraged to progress 
beyond the basic, unskilled roles, that they take up when first entering 
employment in the country to which they migrate (Lee, 1999). These 
variations are considered ‘a major source of concern’ (Stark and Poplar, 
2009:321), and perceived to be problematic to the development of non-
white workers within twenty-first century organisations. 
Many foreign qualifications are not recognised in the UK, but ‘there is 
often insufficient support to allow migrant workers to develop themselves 
or to use the skills and qualifications they already possess from their 
home countries’ (Perrett et al., 2011:3). Development training that 
compliments such qualifications, which may also be relevant for 
particular job roles, could be beneficial for both the organisation and the 
employee. In addition, performance evaluation processes such as 
training and promotion (Stark and Poplar, 2009:321) could be useful in 
increasing skills, abilities and competencies, to support progression and 
development. Such processes are essential elements of a bigger 
performance management model of the organisation, and could be 
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useful in meeting business needs while helping employees achieve 
personal goals. 
As the literature on working experiences of FGW’s is tentatively related 
to BB SAEMs, this sub-section has provided a backdrop to the next part 
of this literature review: a consideration of the literature on the work 
experiences of BB SAEMs. The relevance of this section was to highlight 
the great difficulties faced by FGW’s, which may account for their 
inclination towards self-employment (Clark and Drinkwater, 2009; 
Dhaliwal and Gray, 2008; Senik and Verdier, 2008). This is also evident 
in BB SAEMs, and will be briefly discussed in the next part of this 
literature review. Furthermore this section addresses a need to explore 
the lives of BB SAEMs separately from that of their parents and 
grandparents. The issues addressed so far certainly require 
acknowledgment when considering areas such as Bradford where there 
is a high population of non-white workers integrated within the twenty-
first Century workforce.  
3. British Born Ethnic Minorities 
Much of the research identified in preceding sections refers to first-generation 
ethnic minorities. Some of the previous research that does address BBEMs fails 
to address issues that are specific to this particular generation of individuals. 
Instead it includes FGW’s within the same study (Battu and Sloane, 2002; 
Pollert, 2006). An example of this is a recent paper by Wright and Pollert (2006) 
where the researchers explore the experiences of ethnic minority workers in the 
hotel and catering industry. Although the authors provide a brief definition of 
‘ethnic minority’ and ‘migrant workers’, they fail to separate the data collected 
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from British born ethnic minorities and migrant workers.  Others (Algan et al, 
2009; Dustmann and Theodoropoulos, 2006; Dustmann et al., 2010) refer to all 
ethnic minorities as ‘immigrants’ with a specific reference to their generation, 
which also insinuates that they are foreign (Battu and Sloane, 2002). Rather 
than generalising experiences, there is a need to explore the experiences of 
BBEMs separately from FGW’s, to better understand their working lives. This 
will provide a fuller picture, and help us better understand an integrated 
workforce in the twenty-first Century. An understanding of this growing 
population can be informative for organisations, thus facilitating them to better 
support their workforce. Such support, if provided by organisations, can lead to 
increased commitment and performance as is evidenced in previous research 
(Atewologun and Singh, 2010). 
The terms ‘second-generation’ and ‘third-generation’, were mentioned in earlier 
parts of this literature review, but not formally defined. Thus, this final section of 
the literature review will begin by defining these terms. Next, this section will 
address a need to specifically explore the available knowledge of the working 
lives of British Born South Asian Ethnic Minorities in Bradford. Finally a 
literature review of this specific group of ethnic minorities will be carried out to 
help identify the research gap that this thesis will aim to address. 
3.1 Defining ‘second-generation’ 
The formal definition for the term ‘second-generation’ in the Oxford 
Dictionary is:  
‘1. Designating the offspring of parents who came to live in a particular 
country’. 
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Taking this definition, subsequent generations of ethnic minorities are 
referred to as second and third generation ethnic minorities/immigrants5. 
Second generation ethnic minorities (Crul and Vermeulen, 2003; Waters, 
1994; Zhou, 1997) are identified as the offspring of first-generation ethnic 
minorities. Second-generation ethnic minorities have dual cultural 
experiences. Having been raised by first-generation and 1.5 generation 
ethnic minority parents or siblings, they learn about their ancestral culture 
second hand, but they experience a direct exposure to their lived culture 
(the national culture of the country in which they were raised). The third-
generation of ethnic minorities includes those individuals who are the 
British born offspring of British born second-generation ethnic minorities. 
There is, as yet, no literature on the working lives of third generation 
ethnic minorities because the majority are still in the early years of their 
lives, with few nearing the end of their university education. Thus this 
literature review will continue to address British Born Ethnic Minorities as 
BBEMs.  
3.2 British Born Ethnic Minorities (BBEMs) Working Lives 
Despite a substantial knowledge base about the lives of FGW’s, and the 
economic situation of all ethnic minorities, there is currently scant 
literature on the most common experience in Cities such as Bradford with 
a high number of ethnic minorities6: the working experiences of the 
descendants of immigrants in the twenty-first century workforce. Some 
                                            
5 As these individuals are not immigrants and were born in the UK, I have rephrased the way 
these individuals will be addressed within the current research thesis. The term ‘ethnic minority’ 
will replace the term ‘immigrant’. In addition the term ‘British born’ will be added to ensure a 
distinction is maintained between the first and subsequent generations of ethnic minorities. 
6 According to City of Bradford Metropolitan District Council (CBMDC, 2012) the population of 
ethnic minorities in Bradford accounts for over eighteen per cent of the district total population, 
with the majority (86% of ethnic minority population) being Asian (Indian, Pakistani or Bengali). 
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literature exploring BBEMs working lives reports the UK labour market to 
be more hospitable towards second-generation7 ethnic minorities, 
compared to FGW’s.  Others recognise BBEMs as being bilingual (Gap 
Min, 2007), and finding it much easier than FGW’s to integrate into the 
workplace (Algan et al., 2009; Dustmann et al., 2010; Dustmann and 
Theodoropoulos, 2006). However, very little is known about the skills that 
they bring into the workplace; their experiences of recruitment, training, 
development and promotion; or accounts of their career histories 
(Fearfull and Kamenou, 2010). 
In a majority of the literature on BBEMs there is much statistical data that 
seeks to explore the economic situations of all ethnic minorities (Algan et 
al, 2009; Dustmann et al., 2010; Dustmann and Theodoropoulos, 2006; 
Clark and Drinkwater, 2005) with Black, Pakistani and Bengali ethnic 
minorities being identified as the most disadvantaged. Furthermore, there 
is evidence suggesting a lack of homogeneity in the experiences faced 
by diverse ethnic minority groups (Fearfull and Kamenou, 2010). Thus, 
research exploring the experiences of diverse ethnic minority groups 
separately, is required, to achieve a fully informed understanding of the 
working lives of specific ethnic minority groups. In light of this, the current 
research will not homogenise the different generations of ethnic 
minorities, neither will it seek to explore the heterogenic experiences of 
all ethnic minorities. Instead it will focus on exploring the experiences BB 
SAEMs: South Asian Ethnic Minorities of a Pakistani and Bengali 
heritage, in Bradford. As numbers and proportions of British born ethnic 
                                            
7 Although ‘the UK labour market seems to be the least hospitable for the first-generation (it) 
offers the most opportunities for improvement to the second’ (Algan et al., 2009:F21). 
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minorities are continuously increasing in the workplace, exploring the 
experiences of BBEMs will provide a valuable contribution to literature in 
the twenty-first century. 
Bradford has been selected because it has a high population of non-
white workers integrated within the twenty-first Century workforce; with 
over eighteen per cent of the total district population recorded as ethnic 
minorities (see above). Of these ethnic minorities, eighty-six per cent are 
South Asian (Indian, Pakistani and Bengali). Furthermore, Pakistani and 
Bangladeshi workers have been identified as having the highest relative 
poverty rates in Britain, specifically residing in the West Midlands and 
Yorkshire and Humber regions (Census, 2001). Thus, the remainder of 
this thesis will focus on this under-privileged and under-represented (in 
literature to date) group of Ethnic Minorities: British Born South Asian 
Ethnic Minorities (BB SAEMs). In addition, being from a South Asian, 
Pakistani background, with close relatives from a Bangladeshi origin, the 
researcher will have a privileged insight into both cultures of these 
groups of people. 
This literature review will now progress by exploring recent literature on 
the working lives of BB SAEMs, specifically from a Pakistani and Bengali 
heritage. In doing so the remainder of this literature review will seek to 
understand experiences of job searching, and employment opportunities 
such as selection, promotion, training and progression in the UK. This 
exploration will help address a gap in the literature, leading up to the 
aims of this entire thesis. Finally, the chapter will conclude by presenting 
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the aims that this thesis will address, to make a valuable contribution to 
knowledge in the twenty-first Century. 
3.3 The Working Lives of British Born South Asian Ethnic Minorities 
BB SAEMs) 
So far it is has been difficult to locate much research on the working lives 
of British Born Ethnic Minority workers, specifically from a Pakistani or 
Bangladeshi descent. Of course the research area of BB SAEMs has not 
been entirely unexplored, as there is literature in the last decade that 
reports on emerging experiences of Pakistani and Bangladeshi Ethnic 
minorities born in the West (Abbas, 2007; Abbas, 2007b; Adsera and 
Chiswick, 2007; Ali, 2011; Anitha et al. 2012; Archer, 2011; Archer et al. 
2013; Badruddoja, 2008; Bagguley and Hussain, 2014; Basit, 2013; 
Bolognani, 2014; DeHanas, 2013; Franceschelli and O’Brien, 2014; 
Giulietti et al. 2013; Lindridge 2010; McDowell et al., 2014; Nadim, 2014; 
Preece, 2014; Saha, 2012; Zeitlyn, 2013; Zuccotti, 2014). 
This literature ranges from the employment circumstances and 
conditions around the globe (Healy et al., 2011; Algan et al., 2010), 
alongside other aspects of life, such as their financial position, poverty 
rates, (Jin et al., 2011; Zhou, 1997), integration (Waters, 1994), 
educational experiences (Shah et al., 2010; Crul and Vermeulen, 2003), 
health concerns (Nazroo, 1997), family and social life (Afshr, 2010; 
MacDonald and Liff, 2007), barriers to employment (Botcherby, 2006), 
and eating habits (Jamal, 1998). However these topics have not sought 
to provide much of an insight into the working lives of these individuals 
as employees within the twenty-first Century workforce. In light of these 
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limited findings, unrelated to the working lives of BB SAEMs, the 
remainder of this literature review will make some brief references to the 
some literature that is available, to better understand what is already 
known about this generation of ethnic minorities. 
In terms of gaining employment, past literature (Giulietti et al., 2013; 
Frijters et al., 2005; Ahmad, 2011) has highlighted that ‘strong ties’ have 
played a huge part in finding jobs for South Asian individuals, providing 
them with a higher chance in obtaining work than white people. Ahmad 
(2011) clarifies that ‘strong ties’ refers to relations such as family 
members or close friends whereas weak ties relates to acquaintances 
and colleagues, therefore the networks mentioned here are not a general 
extension of social networks. 
There is other literature that highlights the extent to which the British 
drink culture may lead to social exclusion for many Muslims, particularly 
South Asians in Britain. Fletcher and Spracklen (2013) recently explored 
how ritual drinking can be a restriction for South Asian Muslims due to 
the demands of their religion. They carried out an ethnographic study 
and found that in negotiating their inclusion, BB SAEMs have to adapt, 
co-operate, and contest many forms of inequality and discrimination in 
their social lives. The authors therefore reveal that the consumption of 
alcohol calls for thought to the challenges of being ‘normal’ within this 
cultural context. 
Research on the lives of BB SAEM females (Dale, 2002) urges 
employers to rid themselves of any stereotypes regarding traditional 
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Muslim women. Such out-dated preconceptions bring with them the 
danger of denying well-qualified, and highly skilled young women, 
sufficient employment opportunities.  Dale (2002) reported a change 
across the generations of women within the Bengali and Pakistani 
communities, such that the younger (British Born) generation view 
education and employment as a form of independence and self-esteem 
whilst accepting the previous generation’s inclination towards maintaining 
a family. 
In addition it was interesting to find that expectations, first-generation 
parents had for their off-spring, were not always aligned with the career 
aspirations of young BB SAEM Pakistani male’s. While one study found 
that young BB SAEM Pakistani men, attending university, aspired to 
progress into self-employment (Shah et al., 2010), another found that 
first-generation entrepreneur parents were clear in asserting that they did 
not want their BB SAEM offspring to follow the same route as they had 
(Fakoussa and Collins, 2011). These parents hoped for their children to 
gain higher education qualifications that will equip them with a 
professional career. Ironically, in the study by Shah et al. (2010), the 
young men had learnt from their peers that university does not guarantee 
a job, thus impacting their future career decisions. Despite parents 
having diverse expectations, ethnic minorities, particularly those of a 
South Asian background, are still inclined towards self-employment, 
rather than seeking skilled employment in the twenty-first century 
workplace. Over six per cent of BB SAEMs, from the 1963-1975 birth 
cohort, were self-employed in 1998 (Dustmann et al., 2010). Clarke and 
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Drinkwater (2000) suggest that many BB SAEMs prefer self-employment 
due to labour market obstacles, such as employer discrimination; group 
specific influences where there is no discrimination taking place; informal 
access to financial resources; and employment opportunities through 
family ties (p.604). Many have paid attention to the study of self-
employed workers (Fakoussa and Collins, 2011; Jamal, 2007) and their 
contribution to the economy, but very little has been offered in terms of 
the working lives of BB SAEMs in the UK. 
It is easy to deduce from this that entering self-employment, for many, 
may have arisen as a result of poor working conditions; discrimination 
within the workplace; and the need for increased sense of belonging. 
However, this is not sufficient to explain why BB SAEMs, who are 
expected to hold some similarities to that of the indigenous population, 
have managed to steer in the same direction as their first-generation 
parents. Is there something that has been missed in the literature to 
date? Ethnic minority employment choices, is a phenomenon that 
requires much more in-depth research in order to determine the reasons 
for such tendencies. 
Although it is still essential to inform organisations of the importance for a 
workplace free of discrimination, there are many other reasons for 
research to be carried out on ethnic minorities within a twenty-first 
Century workforce that has been widely ignored. Areas of research that 
have been recommended by past studies include: the links between 
ethnic capital and human social capital and identity work by ethnic 
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minority professionals as they progress to senior roles within the 
workplace. 
The limited availability of research on BB SAEMs working experiences 
has revealed a huge gap in current knowledge. Thus, the current 
research thesis sets out to explore the working lives of British Born 
Ethnic Minorities, specifically of a second-generation (and if possible a 
third-generation) of Pakistani and Bangladeshi descent, in Bradford and 
surrounding areas. More precisely, to identify experiences of job 
searching, employment, selection, training, promotion and progression. 
Factors influencing career choices will also be considered, including any 
barriers into employment or as employees within a twenty-first Century 
workforce. The research methodology in the next chapter has been 
designed to support this exploratory study by gathering individual life 
stories of the working lives of BB SAEMs by addressing the following 
aims: 
! To explore the influential experiences and aspirations towards 
career directions of British Born South Asian Ethnic Minorities (BB 
SAEMs); 
! Explore individual experiences of employment within a twenty-first 
century workplace; and 
! To explore the emerging identities of British Born South Asians. 
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CHAPTER 2: Research Methodology 
Introduction 
The literature review showed that there is very little known about the working 
lives of British born, South Asian Ethnic Minorities (BB SAEMs), leading to the 
following aims for this thesis. 
1. Aims and Objectives 
My first aim was to explore influential experiences and aspirations towards 
career directions of BB SAEMs, of a Pakistani and Bangladeshi heritage, 
leading up to employment. Secondly, I aimed to explore these individual’s 
experiences of employment within a twenty-first century workplace, in Bradford. 
By exploring individual stories, I hoped to add to some out-dated knowledge 
that generalised between British born generations and their migrant parents. 
Thirdly, I aimed to explore the emerging identities of British Born South Asians. 
The objectives set to meet these aims were: 
! To gather individual stories of the working lives of British Born South 
Asian Ethnic Minorities (BB SAEMs), from a Pakistani and Bangladeshi 
heritage, residing in Bradford. 
! To explore factors influencing career direction such as education, cultural 
values, relationships and support avenues of these individuals. 
! To explore experiences of the career advancement in the working lives of 
these BB SAEMs, specifically issues around employment opportunities, 
selection, training and development, promotion and progression. This 
included consideration of barriers and facilitators to progress at work, in 
relation to employment, training, promotion and other opportunities. 
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! To analyse these accounts to understand the identities of BB SAEMs as 
employees in the 21st century. 
2. Overview of Research Methodology 
The exploratory study, informing this research, was drawn from qualitative 
interview discussions, between the researcher and individuals, employed in 
public and private sector organisations. To address the above aims and 
objectives, a methodology built on Life Story Interviews (Atkinson, 1998; 
Mitchell and Egudo, 2003; Campbell, 1974), involving one to one discussions by 
the use of a semi-structured method, offered the methodological approach. 
Life Story Interviews have been used in academia for at least 40 years for the 
purpose of gathering information on an individual’s entire life (Atkinson, 1998; 
Campbell, 1974; Goodson and Sikes, 2001). But given that I was carrying out 
research in a business school setting, with the aim of exploring working lives, I 
adopted a focussed approach that narrowed the exploration of issues relevant 
to working lives. 
Taking the words of Jean-Paul Sartre, a renowned French philosopher (1964): 
‘People are always tellers of tales. 
They live surrounded by their stories and 
The stories of others; they see everything 
That happens to them through those stories 
And they try to live their lives as 
If they were recounting them.’ 
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Thus at the heart of a life story methodology is the idea that stories are of 
significance to human lives. Through the exploration of stories we can consider 
the ways in which they are formed; what they mean to the individuals creating 
them; how particular experiences are ‘silenced, contested or accepted and 
what, if any, effects they have’ (Andrews et al., 2013:2).  
This chapter starts by briefly discussing the theoretical perspective adopted by 
the researcher. Next, the methods available, and suitable, to carry out the 
research will be discussed. This is to demonstrate that the chosen method was 
best placed to address the research aims and objectives in comparison to 
others available. Once the choice of life story interview is justified, as the most 
appropriate to address the research questions, details of the chosen 
methodology will be offered. Specific details of how the methodology was 
performed, from sampling through to data analysis, will follow. Ethical issues 
and any limitations will then be discussed. 
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3. Theoretical Perspective 
The epistemological stance taken in the current thesis was constructivism. By 
taking a constructivist approach I hold the view that people make sense of the 
world through their subjective experiences. A social construct is a phenomena 
viewed as the obvious by those that hold the view, but it is only an interpretation 
held by that individual/group/society, and does not exist as an objective truth to 
others who do not hold the same view/s. When we describe something as being 
socially constructed we are applying our beliefs and experiences, rather than 
any intrinsic value that an object/phenomenon holds in it-self. Consequently, 
there is no meaning independent of the mind, thus meaning is constructed 
rather than discovered (Crotty, 1998).  
The cultural context of the researcher, as a British born Pakistani, is relevant 
here. Social formations play an active part in shaping stories, as would my 
presence as the researcher, who shared a similar background as the research 
participants.  My intentions are not hidden, in that I explicitly state that my role 
as a researcher, and my identity as a British born daughter of South Asian-born 
parents who migrated to the UK, are inter-linked. I fit the very criteria that I 
selected for the participant group suitable for this research. I see this as an 
advantage: one that allows me privileged access to events and experiences 
beyond those that superficially float on the surface. I expected that my position 
as a researcher to have some influence on the level of information that 
interviewees disclosed, however I also expected for this information to be far 
more than if I was not from the same community as the study’s participants. 
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4. Research Methods 
The research methods section will begin by justifying the use of exploratory 
research. Next the inductive approach taken will be justified, following 
discussion of the methods available, and suitable, to carry out the current 
research. This will demonstrate that the chosen method was best placed to 
address the research aims and objectives. 
4.1 Purpose of research 
Exploratory research is extremely useful when there is limited or no 
information available about a particular phenomenon (Saunders et al., 
2007). The purpose of an exploratory study is also to decide whether 
there is a need for researching something. This type of study can be 
undertaken in many ways such as: searching literature, discussing 
thoughts with other experts in the field and undertaking unstructured 
focus groups/interviews. After exploring the literature on BB SAEMs it 
was found that very little is known about their lives at work, thus there 
was a need to further explore their working lives through empirical 
research. 
A descriptive study generally provides an image of a particular 
phenomenon as it occurs within its natural setting. This may be purely 
descriptive, such as seeking an understanding of how South Asian 
cultural practices are performed in various local communities. 
Alternatively, it may include a normative study where a comparison is 
being made. Thus, descriptive studies not only illustrate a particular 
situation, but also show how things may be related to one another. 
However a key feature of this type of study is to collect information 
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without changing the environment (Brickman and Roy, 1998). The 
purpose of the current study was to better understand the experiences of 
BB SAEMs from their own accounts, in line with the constructivist view, 
that people make sense of the world through their subjective 
experiences. Thus, a descriptive study did not fit the purpose of the 
current research objectives. 
The purpose of explanatory studies is to explain accounts of descriptive 
information. The kind of questions asked here begin in ‘why’ and ‘how’ 
rather than ‘what’ as would descriptive studies. This type of research 
requires some prior knowledge, to then explain causal relationship. Like 
descriptive research, explanatory research was not suitable at this stage, 
where little was known about the lives being explored. 
The purpose of this research was determined as exploratory; therefore 
the next step was to determine whether qualitative or quantitative 
methods of data collection were most appropriate. I will briefly explain the 
differences between the two methods in the following sections, but first I 
will discuss the methods of reasoning. 
4.2 Methods of reasoning: Deductive or Inductive? 
A deductive approach is also known as a top-down approach as it follows 
from the more general to something very specific (Gray, 2009). This is 
when the conclusion follows logically from the facts known. A deductive 
approach carries arguments based on laws, rules and generally 
accepted principles. When taking a deductive approach the first step is to 
elaborate on a basic set of principles or related ideas, which are then 
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tested through an empirical study. Prior to carrying out a study, the 
measurable determinants of the underlying concepts are considered so 
they can be observed. This is to confirm that they have actually taken 
place. For example if a researcher aims to improve communication within 
a particular organisation, he/she will define ‘communication’ within the 
context that it is to be addressed (cited in Gray, 2009:14).  
Inductive reasoning works in the opposite way to deductive reasoning. It 
moves from specific observations to more broader generalisations and 
theories. This is also known as a ‘bottom-up’ approach. When taking an 
inductive approach, initially plans are made for data collection. Inductive 
reasoning does not seek to falsify or confirm previous research or 
theories, but instead seeks to determine patterns and meanings via the 
process of data gathering.  
In exploring the lives of BB SAEMs, there was no basic set of principles 
or related ideas to begin with, because very little was known about their 
experiences at work. For that reason an inductive approach was better 
suited for the current study. 
4.3 Qualitative or Quantitative 
Up until the twenty-first Century common approaches to research have 
been to choose either a qualitative approach or a quantitative approach. 
More recently many researchers have used both qualitative and 
quantitative data together as a distinct research methodology (Creswell 
and Clark, 2007). A quantitative approach often follows a similar path to 
researchers in the natural sciences (Robson, 2011). However, 
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‘advocates of the qualitative approaches considered that, because the 
focus of social research is on human beings in social situations’ (Robson, 
2011:17), a different approach to the research task needs to be applied. 
There has been continued debate on which approach to take when 
carrying out ‘serious’ research, albeit there are also advocates of mixed 
methods approaches (Punch, 2005; Bryman, 2008), known as the third 
methodological movement. 
For the researcher to successfully decide upon the most suitable method 
it is important to determine whether a quantitative or qualitative method 
of data collection is appropriate. Although traditionally it has been a 
general rule to use one or the other, in more contemporary times it is 
more widely accepted to adopt both methods for various parts of the 
research.  
Quantitative research is claimed to be somewhat objective (Bullock, 
2007) as it obtains accurate measurements and analysis of objective 
ideas. In order to maintain a level of presumed objectivity, quantitative 
researchers choose to remain independently separate from the sampled 
population. One major drawback (Silverman, 2000) is that 
disengagement and objectivity are often ineffective in accessing an 
individuals’ societal and cultural understanding of their ‘reality’. 
There is no fixed definition available for qualitative research although it is 
viewed as being a ‘seemingly uncomplicated approach’ (Creswell, 
2007:36). Nevertheless many of the definitions provided over the years 
have evolved. Creswell (2007) emphasises that this is a result of the 
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ever-changing nature of qualitative enquiry. Consequently, qualitative 
research means different things to different people (Newman and Benz, 
1998; Denzin and Lincoln, 1994). 
As the research aim and objectives of this thesis had sought to explore 
the working lives and experiences of individuals from a particular ethnic 
community, it seemed appropriate to employ a qualitative method rather 
than a quantitative or mixed method. Although I contemplated the use of 
a mixed method, at this stage this was not an attractive option. This is 
because an element of mixed methods is to partially utilise quantitative 
methods, which seek to confirm prior assumptions, whereas the current 
thesis planned to explore prior to making any assumptions. 
There are many qualitative research methods that can be used for data 
collection, however as the list is exhaustive this chapter will discuss 
those that seemed most appropriate for the current research thesis: 
observational methods and interviews. Next a justification for the 
selected method will be provided, with a discussion of its contribution to 
academic research. Finally its use within the current study will be 
discussed. 
4.4 Observational methods 
Observational methods are divided up into either participant observations 
or non-participant observations. In participant observations the 
researcher is required to take an active role within the setting to be 
observed (Davies, 2007). The orientation of the researcher is an 
exploratory one, where s/he seeks to gain an outlook on the lives of the 
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people who are being studied. This involves finding out how these 
individuals/group of people view the situation that they are having to face 
(Hammersley and Atkinson, 2007). 
Observational enquiries are faced with certain limitations in regards to 
the extent to which data can be collected. The most common is not being 
able to observe everything that is happening in the environment. 
Regardless of how small the environment may be, or how many 
participants are being observed, this can be a difficult task to capture 
everything, even through the lens of a camera. 
Observational enquiries can be used in conjunction with other methods, 
such as interviews as they are both utilised for relatively small samples. 
However, observational enquiries differ from other qualitative methods, 
such as transcripts and textual analysis. They provide the researcher the 
opportunity to observe more than just what is being said, such as the 
body language of participants. 
4.5 Interviews 
Interviews can be classified into three types: structured, semi-structured, 
and unstructured. A structured interview takes a positivist approach, 
providing the interviewer with more control over the interview. The aim is 
to seek answers to specific questions with more flexibility than 
questionnaires or surveys. Using an interview method, instead of 
questionnaires allows the researcher to clarify the questions for the 
interviewer. This type of interview is planned ahead and well organised. 
Often the same questions are repeated to all interviews in a systematic 
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manner. Additionally the language used is the same for all participants, 
and the circumstances such as the surroundings are usually kept the 
same to ensure that the interviews can be replicated. 
Alternatively a semi-structured interview takes a more naturalistic 
approach, similar to unstructured interviews. Although semi-structured 
interviews are an in-between approach to structured and unstructured 
interviews, they give the interviewer flexibility, unlike structured 
interviews. Additionally semi-structured interviews are more like a guided 
conversation, and take into account the interests of the participant. 
An unstructured interview will have an altered flow with a different 
discussion of topics with each participant based on their personal 
experiences. Different issues will be discussed as they arise, providing 
the interviewer the flexibility to go back and refer to previous topics if 
need be. Questions that may not have been expected prior to the 
interview may be asked, as the interviewer reveals new information 
(Gray, 2009). This information may interrupt the structure, and all 
participants might not be asked similar questions that can be later 
compared. However, it gives the researcher the flexibility to explore an 
area that may be relevant, but not been considered prior to its mention in 
the interview. 
4.6 Chosen Method 
There are a number of suitable methods available for qualitative data 
collection, with some lending themselves much more to address the 
research questions that I posed. 
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The research objectives and questions determine the most appropriate 
interview method, as it was important to take into account the type and 
extent of information required to address the aims and objectives of this 
research. Interviews would provide me with the ability to understand 
individuals working experiences, explained in a manner that they felt was 
most appropriate and were comfortable with. Therefore this was one of 
the most suitable methods to address the objectives of this research 
effectively. 
The current research thesis consists of tentatively related objectives that 
involved taking a large amount of detail from participants to address 
them effectively, while at the same time understanding the participant’s 
views in depth. An individual interview was deemed most reliable, 
compared to focus groups, to acquire such information. Focus groups 
would have been useful as a foundation to instigate conversation, and 
draw out themes, and topics of discussion, that relate to the current 
research topic. However, due to limitations in arranging focus groups, the 
research methodology was altered midway. Nevertheless, the level of 
confidentiality is higher in individual interviews, and it allowed participants 
to disclose much more detail. Life story interviews, as explored by 
Atkinson (1998), were used as the main method of data collection. 
Life Story Interviews have been utilised in academia for many years 
(Atkinson, 1998 and Campbell, 1974) for the purpose of gathering 
information on an individuals’ entire life. Although this generally provides 
a scope for the data to be transferrable amongst disciplines, for the 
purpose of the current research, and to address the research questions, 
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without indulging into other areas that were not be relevant, I adopted a 
constructivist approach as opposed to a naturalistic approach.  
A semi-structured interview was chosen, as a midpoint between 
structured and unstructured interviews. This type of interview provides 
both the respondent and the interviewer ‘much more flexibility than the 
more conventional structured interview’ (Smith, Harre and Langenhove, 
1995:9). Although the interviewer guides the interview, the respondent 
has the opportunity to openly discuss their ‘interests and wishes’, from 
their own subjective experiences (Walsh, 2001, p.65). Every interview 
flowed differently, but the topics discussed remained the same. The 
researcher used prompts to maintain focus on the working lives of 
interviewees, and the influences leading up to work. 
4.7 Life Story Interviews 
As humans it is in our nature to tell the stories of our lives (Atkinson, 
1998). Whether it is simply telling a shop assistant about what you did for 
your birthday the week before, or telling a colleague of a traumatic 
experience you were exposed to. We tend to think, speak and bring a 
sense of importance to our lives through stories. Storytelling is not 
something of the past but instead the past is where storytelling began. 
History itself is a series of stories continuing one after the other. 
Campbell (1974) explains why our stories at present can be traced back 
to the original purposes of the earliest acknowledged stories. Campbell 
does this by describing myths and folk tales as having served, by 
tradition, four classic functions: bringing one into harmony with oneself, 
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others, the unidentified elements of life, and the universe one is 
surrounded by. 
Many scholars have written about life stories being the basis of our daily 
conversations. Moreover, the life story interview method was suitable for 
exploring notions of identity in relation to place.  Atkinson (1998), 
Campbell (1974), Cruikshank (1991), and Chaitin (2004) all discuss the 
connections that life stories help individuals make with their wider social 
context, and how they make sense of this context. Thus life stories were 
a means to understand the relationship between the storyteller and the 
society in which they live, or, in the case of at least some of my 
participants, if not all, the societies (in the plural) in which they live. 
Life stories can also help study the influences of culture and identity 
(Mitchell and Egudo, 2003). Chaitin (2004) emphasises that a researcher 
can apprehend the complexity of a person’s multi-layered identity by 
using the life story method. Asking participants to narrate their lives in 
relation to their work experiences, or any related experiences leading up 
to work, provided the researcher with the opportunity to explore the role 
of particular experiences in forming the said identity or identities. This 
was useful in exploring the demotic stories that emerged from SAEMs’ 
articulation of their experiences, as members of the first of a British Born 
generation of South Asians. These stories contained accounts that 
differed from their parents, given that they had grown up in homes 
influenced by South Asian culture but within the wider context of British 
culture.  
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Life story interviews have previously been used with the two primary 
approaches: the naturalistic and constructivist approaches. The 
naturalistic approach is where the interviewee gives an account of his/her 
life story in a way that they would prefer; therefore the interviewee is 
given the opportunity to speak for and about them first. This approach 
allows the interviewer to understand how the individual builds their life 
story, and freely identify what should and should not be included in the 
story. However due to the epistemological stance taken in the current 
thesis it was not possible to allow the participant to ‘freely identify’ what 
should and should not be included. Even by asking one question to begin 
the interview, the interviewer was setting the tone of the interview. 
Alternatively, the constructivist perspective is an evaluation of how 
accounts of the storytellers’ lives are used by others, and the individual 
telling the life story. Here the interview consists of constructive 
collaboration, between the interviewer and interviewee, allowing the 
interviewer to gain an understanding of areas of most interest for the 
purpose of the research. For the purpose of this research, and due to 
time restrictions, it was important to focus on addressing the aims of this 
research: a constructivist approach was adopted. This allowed the 
interviewee to freely speak of their life experiences, while allowing the 
researcher to ask clarifying questions to make sense of the interviewees’ 
accounts of their working lives. Nevertheless the focus remained on the 
interviewee’s working life as per the purpose of this research thesis. 
Cruikshank (1991) identifies that ‘a gap remains in our knowledge about 
the contribution of expressive forms of storytelling to strategies for 
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adapting to social, cultural and economic change’. But it is recommended 
as a powerful tool by many writers in other fields (Mick and Buhl, 1992; 
McAdams et al., 2001; Denzin and Lincoln, 2005), suggesting 
Cruikshank’s point (made almost quarter of a century ago) should not 
deter the use of this methodology in this study.  
4.8 Guidance for interviews 
The interviews did not consist of a pre-questionnaire. Instead participants 
were asked to introduce themselves by providing their age, ethnicity, 
place of birth and any periods where they had spent time outside the UK. 
Following the initial introduction the participants were asked to divide 
their life up into chapters as though they were composing the chapters of 
a book (Atkinson, 1998). This method of dividing their life into chapters 
has been taken from Atkinson (1998). The interviewees were provided 
with an option to either divide their lives into chapters themselves with 
the support of the researcher, or use a pre-determined structure 
designed by the researcher. Headings for each chapter were compiled, 
to best address the research aims and objectives. The following structure 
is in no way concrete and did change, as a result of information provided 
by the participants during interviews. 
The first chapter began with the interviewee’s educational life and any 
aspirations they had towards future careers as they grew up. I attempted 
to ask probing questions where possible to identify any influences on the 
decisions they made. However the questions asked did not imply issues 
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of constraints or opportunities unless the participant offered such 
information.  
The next chapter discussed periods where the participant had been 
unemployed, and any experiences of gaining employment, such as 
application processes, support avenues and selection. 
The third chapter consisted of their working lives in which the participants 
were asked to provide an account of their work experiences 
chronologically. This chapter was designed to explore opportunities for 
training, promotion, progression, and development. 
The final chapter explored significant experiences that particularly stood 
out in the participants’ life story, having reflected upon them during the 
interview process. Prompts for this final chapter included experiences of 
high and low points in their working lives; the relationships they 
particularly remembered at work; the impact of work on their personal 
life; the culture at work and at home; and experiences of training, 
promotion and career progression that were most significant.  
This is a general structure that was adopted for the interviews, and was 
open to change following any new information that I may not have 
already considered.  
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5. Chosen Methodology 
The research methodology provides specific details of how the research was 
carried out. The sample, selection of participants, interview transcription, and 
interpretation of data will be discussed in turn. 
5.1 Sample size 
This was an exploratory research project. The sample size was twenty-
one, which is common for this type of in-depth study. Whilst there is 
debate as to what the correct sample size is, researchers have sought to 
define what could be reasonable. Patton (2002) argued that there are no 
specific rules as to the correct sample size, indicating that it depends on 
issues such as research objectives, time and resources. Arksey and 
Knight (1999) suggest the researcher should continue her investigation 
until she is confident that the respondents won’t produce anything new 
on the research topic – often referred to as theoretical saturation (Ritchie 
and Lewis, 2003), thus eight respondents are sufficient when conducting 
interviews. Bauer and Gaskell (2000) propose that ten to fifteen are 
enough, based on issues including cost and resourcing. These are all 
factors that were considered and discussed with my supervisor. I initially 
carried out sixteen interviews. I decided to add five more interviews as 
participants had volunteered. I continued my analysis and achieved 
saturation at interview seventeen, therefore felt the remaining interviews 
were either clarifying or confirming some of the themes I had already 
found. 
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5.2 Selection of Participants 
Participants for the research were drawn from a sample consisting of 
British Born Ethnic minorities, currently residing in Bradford, from a 
Pakistani or Bengali heritage. All participants were in employment in 
Bradford or within West Yorkshire. Participants were given the 
opportunity to participate through a snowball sampling method. 
As I am from a Pakistani community, and have close links to many 
people in Bengali communities, initially I requested for family, friends, 
and local residents to volunteer as participants in the research. An 
information sheet (Appendix 1), that outlined the nature and purpose of 
the study, was given to potential participants that invited them to 
participate. 
The information sheet provided a detailed account of what the research 
is about and what the interviews intended to achieve. The sheet also 
explained that there was no obligation to take part. Once responses were 
received the participants were asked to complete a consent form 
(Appendix 2). This was in order to confirm they had read and understood 
the information provided, and were aware of what participation involved. 
Once participants confirmed that they wanted to participate, a date, time 
and location for the interview was arranged. Table 1 below provides a 
summary of research participants. 
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Table 1 
Name (M/F) Work Role Age  Pakistani/Bangladeshi 
Humma (F) Customer Service  23 Bangladeshi 
Khan (M) Mapping Support  25 Pakistani 
Imtiaz (M) Factory Worker 27 Pakistani 
Sophie (F) Customer Service 27 Pakistani 
Israr (M) Customer Service 23 Bangladeshi 
Fiaz (M) Manager 25 Pakistani 
Nazreen (F) HR Co-ordinator 40 Pakistani 
Khatoon (F) Primary teacher 23 Bangladeshi 
Shamim (F) Social Worker 36 Bangladeshi 
Naeem (M) Customer Advisor 22 Pakistani 
Shazad (M) Manager 28 Pakistani 
Wahid (M) Customer Service 25 Pakistani 
Zahoor (M) Factory worker 28 Pakistani 
Asim (M) Engineer 25 Pakistani 
Naseema (F) Carer/Manager 31 Pakistani 
Humair (M) Customer Service 25 Pakistani 
Mahmood (M) HR Advisor 23 Pakistani 
Thaira (F) Lecturer 30 Pakistani 
Munir (M) Social Worker 40 Male 
Fahima (F) Teacher 37 Pakistani 
Nagina (F) Teaching Assistant 33 Pakistani 
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5.3 Transcribing interviews 
All interviews (except for two) were audio-recorded. Transcribing these 
recordings was the first step of my analysis. I begin by reflecting on the 
part that transcriptions play in my research, as this was not as 
straightforward as it may seem. Furthermore, by discussing the 
transcription process I hope to add value to my case for trustworthiness 
of my research. 
Transcribing is noted to be a selective process, one that is immersed in 
the subjectivity of the researcher (Davidson 2009). Thus the 
transcriptions are constructions, and influence the interpretation of the 
data collected. When engaging in conversation we often speak 
informally, in a local dialect (slang), and do not use proper sentences. 
The researcher has to make certain decisions to better interpret what the 
interviewee has said. Decisions, such as including punctuation, are 
subjective, as are some of the words that the researcher interprets. For 
example where an interviewee was ‘missin’ out letters at the end of 
words, I included the ‘missing’ letters in the transcription, thus I had 
influenced the interpretation of the data. 
Researchers have to begin by deciding the level of transcription required 
which is subjective to the researcher’s positioning and the underlying 
aims and objectives. Riessman (2008) suggests that the choice of 
transcription is deeply interpretive in its own right. In essence we need to 
avoid treating our transcripts as an object and reflect on their 
construction. An interview transcription fixes in time and space a 
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discourse that was already situated in a specific time and space, 
therefore any transcript will always be subjective and positioned. 
In practice I decided what I was going to record and how I was going to 
record it before I begun transcribing. This was a vital, initial phase, of my 
analysis as the transcriptions were the stories I analysed, thus 
influencing the research process to follow. The transcriptions reflected 
my choice of focussing on the content rather than the language used. For 
the ease of reading I avoided using any non-verbal content, however I 
did make notes of any non-verbal content in my research diary. I 
included non-verbal content where I felt it was appropriate and would 
otherwise be missed, for example one interviewee laughed while making 
a negative comment towards females. 
In my research diary I wrote notes on body language of the interviewees, 
with descriptions of how I felt the interview went, and on whether the 
interviewee was comfortable or tense during the interview. I also made 
notes on any exchanges before and after the interview. Many of these 
notes were added to my analysis to support descriptions of interviewees, 
but also in some cases as relevant information for my research. When I 
began transcribing I included everything that participants had said, 
without correcting grammar, and often by spelling words as they had 
been pronounced rather than how they were spelt correctly in the 
dictionary. I felt that this would aid the analysis: by leaving the language 
as it was, it would help me recall conversations, and the manner in which 
they may had been intended. This was useful with many participants 
speaking in a local dialect, rather than proper English. However, when 
 64 
reporting some of these texts in the analysis and discussion chapters, I 
often added punctuation and corrected words to correct English. 
In writing the transcripts I began by transcribing everything I had said as 
the researcher. I soon realised that there was a pattern, with some 
exceptions, where I talked very little and guided the interviews with odd 
phrases and at times a general question. So, for later interviews I only 
transcribed the interviewees’ response, unless I felt something I have 
said is important and useful for the analysis. The way I asked questions, 
and the information that I shared about myself with the participants 
influenced their replies and what they decided to share. I found that with 
participants who were not very talkative and seemed tense it might help 
to share some of my own experiences so that they did not feel nervous 
about my role as the researcher. 
For participants who were much more at ease, I decided to keep their 
lengthy descriptions, which discussed details of interactions and 
relationships with others. I found these to be useful during my analysis as 
will be evident shortly. As a result I produced transcripts that were storied 
accounts in the colloquial voice of the narrators with some intersections 
by the audience. The types of data analysis for qualitative research will 
be deliberated next, in order to determine the most suitable data analysis 
method. 
5.4 Interpreting data 
Once I had transcribed the interviews I uploaded them onto NVivo and 
began to thematically analyse them. Prior to beginning the data analysis 
 65 
it is important to have read the data at least once, as the researcher’s 
ideas will be shaped as he/she is reading through the transcripts. For this 
reason Braun and Clarke (2006) emphasise that the first stage is to 
familiarise yourself with the data, whether this is done when transcribing 
the data or after transcription has taken place. Here the researcher 
needs to generate an initial list of ideas identifying what is in the data and 
what is noteworthy. In this initial phase of data analysis I became more 
familiar with the data, whereby I tried to make sense of the themes, and 
the relationships between the themes, that were emerging. In doing this I 
began to understand the ‘social worlds’ described by participants. As 
expected there were a range of diverse experiences, however these 
were supportive in my overall analysis, rather than being a nuisance as 
per some criticisms already noted. 
In the second phase I was able to move beyond the general experiences 
that were widely common amongst participants. Here I began to 
generate initial codes by identifying the features of the data that related 
back to the research aims and objectives. Each feature of the data was 
provided with a code, which was also given to other features that fitted in 
with the same code. As this phase continued I felt that some features 
could be categorised into more than one code. 
The third phase consisted of searching for overall themes once all the 
data had been coded. This phase narrowed the large set of codes that 
were created in phase two down to a useable number of themes and 
sub-themes. Braun and Clarke recommend the use of mind maps and 
tables here as visual aids can help make the process simpler. The aim 
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here is to notice emerging themes from the coded data. Dominant 
themes began to emerge and reflected the differences between the 
identity ‘groups’. In order to get to this I analysed the ways that 
participants interacted with other people and the experiences that they 
encountered. I found that by focussing on their reactions to events and 
experiences I was able to note distinct differences between various 
identities. During this stage I was also able to differentiate between what 
I found to be dominant stories and commentaries (Jones, 2004): 
dominant stories were the stories participant told of their own lives; and 
commentaries were the stories they told of others. 
The fourth phase was to review the themes that had already been 
created in phase three. Here it became apparent that some themes were 
not themes and instead were sub-themes. Furthermore there was not 
much data in some themes, with more diverse data in others that did not 
really fit into any theme. I decided to put aside the more diverse data to 
come back to at a later point. There was substantial data in some themes 
therefore I created sub themes to reduce the size of the themes. 
Removing any data did not seem like a sensible option given the nature 
of this exploratory research, 
The final phase was to define and name the themes, although this was a 
continuous process until I had completed writing up the analysis. Here 
the researcher identifies the real meaning of each theme and further 
distinguishes the aspect of data that each theme summarises. Followed 
by a discussion of each theme and the data that it identifies, the data is 
then analysed within each theme. This final phase was addressed 
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throughout the analysis process, including write up of the final drafts of 
the analysis chapters. 
6. Ethical Considerations 
A number of ethical issues need to be identified prior to any research enquiry. 
These include the participant’s informed consent to take part, harm to 
participants, and confidentiality. These issues were addressed via a short 
briefing prior to conducting the research (Please see attached information sheet 
in Appendix 1, and consent form in Appendix 2). 
Ethics approval was also secured for this research thesis. A copy of the ethics 
application is attached and the acceptance letter can be found in Appendix 3. 
7. Limitations 
During the data collection stage there was difficulty in arranging focus groups. 
Every attempt was made to arrange and facilitate focus groups at times suitable 
for participants. As the chosen group of participants were in employment, it was 
difficult to arrange focus groups where at least four participants were able to 
attend. The majority of participants were employed in roles with flexible working 
hours that did not fit the typical 9-5 working days; otherwise evening focus 
groups may have been possible. One focus group was carried out with second-
generation ethnic minorities, but this was not sufficient data to consider for the 
current research. 
A separate attempt was made to arrange focus groups with third-generation BB 
SAEMs, whom are currently studying at university. Although four focus groups 
were arranged, where participants agreed to attend, there was only attendance 
to one of these. Again, this was not sufficient data to interpret and use for the 
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current study. However, this data has been kept for future use, for example re-
visiting this experience with participants after some time has passed. In the 
case of third-generation SAEMs it could be useful to explore the transition 
between their aspirations for careers while at university, to their actual 
experiences of entering employment for the first time. 
Finally, although confidentiality is offered to participants, anonymity can be 
difficult in face-to-face interviews. 
Overall the limitations addressed here were not problematic as the data 
collected through life-story interviews was rich and provided useful insights into 
the lives, and identities, of participants.  
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Phase 2: The Novice Researcher learns obedience 
methodological rules: Data Analysis 
Phase 2 draws attention to South Asian Ethnic Minorities born and bred in the 
West with parents who spent the majority of their early lives in the East: ensuing 
an ‘East meets West’ cultural upbringing in more ways than one. Although 
research on the mix of cultures, experienced by British Born South Asians, has 
been difficult to locate thus far, Homi Bhabha’s theory of cultural Hybridity in his 
book ‘The Location of Culture’ (1994) has been insightful, for the discussions in 
this thesis. According to Coetzee, a South African novelist who moved to 
London in search of a new identity, ‘Bhabha’s lightning raids into the past 
furnish Westerners with snapshots of a world more complicated, fluid, and 
unsettling than one they thought they had inherited’ (preface). This review by a 
Hybrid (that is, myself) immediately instigates the energies associated with 
inheriting a mix of cultures, a life much more complicated than it may seem 
even to the individual experiencing it. Bhabha’s work is tentatively related to this 
thesis because of its consideration of a mix of cultures, but experienced by 
immigrant ethnic minorities. The chapters to follow will lead the reader, up to a 
theory, that adds to, and updates the current use of the term ‘Hybridity’. Its 
reference in this thesis recognises the experiences, of those interacting with 
their Western identities, while being raised by Eastern parents: that is British 
Born South Asian Ethnic Minorities. 
In the discussions to follow I may use the colloquial voice of a Bradford Asian 
woman at times. This is my Yorkshire-self creeping in to explain some of my 
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experiences as an interviewer that I feel cannot be explained in the formal 
academic language I am otherwise accustomed to. 
Two major themes emerged from the data analysis. The first is careers, a 
theme that includes the impact of educational choices, social influences, and 
working lives. The second is Hybridity, or identities that inhabit what Homi 
Bhabha (1996) describes as a liminal space between two cultures, in this case 
the east and the west. While it has been difficult to locate literature that 
discusses Hybridity as it is intended here, I hope to draw from literature what I 
can in terms of relevance to the findings within this analysis. Thus I will be using 
recent research to inform my findings, as is relevant, in the sections to follow. 
This will provide an integrated discussion of the analysis. 
It is worthy of note that what I am presenting is an approximate and simulated 
formulation of the complex experiences and views of British Born SAEMs 
concerning their working lives and per se does such complexity a disservice. 
Likewise, these factors are neither solely applicable to one, nor do they apply to 
all British Born SAEMs. That is, for the vast majority of British Born SAEMs I 
interviewed, the documented factors interacted with and contributed to their 
working lives. 
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CHAPTER 3: Careers 
Introduction 
The literature review shows how little is known about second and third 
generation British Born South Asian Ethnic Minorities (BB SAEMs). All I had to 
work with when I started the fieldwork was my past experiences: I knew about 
my siblings who I have lived with and supported; what I hear from relatives who, 
I suspect, are often superficial in the sense that they only tell you what they feel 
will impress you and leave the rest to the imagination; and friends: of whom I 
interviewed a couple. The interviews revealed to me how much I had to learn 
beyond the surface of what I knew. By my 3rd interview I realised there was 
much diversity in the working lives and experiences of every individual. 
I have never faced difficulties in finding work myself, and although I have only 
worked part time since the age of 17, I have been financially independent since. 
I have always lived with my parents: this is the norm in my eastern culture 
where South Asian individuals are expected to live with their parents until they 
get married. I view this as a privilege as it allows me to stay close to my family 
and means I have little financial responsibility to worry about when seeking my 
career options. I am often told I am different as I have never accepted that life is 
about tying yourself down to a job just because it brings in money: but to have 
never really been burdened with financial responsibilities is probably what has 
led to such thinking. To me work has always been something more than for 
financial gain: something fulfilling and dynamic; something that you feel makes 
a difference in your life and the life of others; something with a purpose. I was 
happy to be broke as long as I enjoyed what I did. 
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The eldest of my three siblings took the route of continuing education until 
university and then he moved on to full time work, only to return to complete his 
Legal Practice Course (LPC) in later years; the second eldest faced many 
difficulties with education as he was severely dyslexic and was labelled a 
trouble child at a young age. He therefore chose the option of self-employment; 
and my younger and only sister decided marriage and family life were her 
preferred option when she was only eighteen. This shows a diversity of 
experiences all in the same family. I expected to find similar experiences to my 
eldest and youngest sibling as I felt their experiences fit best with the ‘norm’, or 
what I thought was the ‘norm’. After my first couple of interviews I realised how 
privileged I have been in terms of my choices and options. I have never had to 
use services from job centres as I have always found employment through 
family, friends and other contacts at work; but I have been labelled a trouble 
child: a teacher at school said once to my classmates that she wouldn’t be 
surprised if I was ‘locked up by the age of 25’. I never allowed that to come in 
the way of my future as I have always had passion to succeed. With my own 
experiences in mind I interviewed SAEMs to see how their working lives panned 
out. I found some similarities to my life at school, and much more fascinating 
experiences throughout their adult lives that are discussed in this chapter. 
I begin by dividing this theme into two parts. The first focuses on career 
aspirations, ambitions and direction of BB SAEM interviewees during 
adolescence. Here I explore experiences that played a part in shaping career 
directions in their early adult working lives. The second part focuses on 
advancement and will explore opportunities when entering the labour market, 
and training, promotion, and progression while at work. 
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Turner’s (1982) interpretation of a group in terms of social identity will be useful 
here. According to Turner (1982:15) “a social group can be defined as… 
individuals who share a common social identification of themselves… or 
perceive themselves to be members of the same social category” or society 
(Turner, 1982, p.15). By being a British Born South Asian Ethnic Minority, I have 
the privilege of being part of the community of the lives that I am exploring. The 
interviewees were comfortable enough with me to trust me with information that 
they would most definitely find difficult to share with someone from a different 
background, or community group as themselves. There is always a fear of 
being misjudged by those that are not part of the ‘in group’. 
I can confidently say that the findings of the current study reflect reality much 
more closely than the findings of some other studies where the researchers do 
not share such similarities with the community group being explored. That is, 
the question must be posed of whether or not ‘outsiders’ understand all that 
they see when studying a community that is very different from their own.  
1. Direction and Aspirations 
I went to the first interviews expecting that I would hear of their experiences at 
school, encouragement at home, further education or training, and life at work: 
a systematic process that I identified as the norm within my community. I 
expected family members to have a huge impact in encouraging SAEMs 
towards university because this is something I experienced. 
I found that three noteworthy factors shaped the early career experiences of the 
BB SAEMs. These are: the aspirations they had for work whilst growing up, 
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experience of job searching, and entering the labour market after leaving 
school. These experiences remain influential within their current roles, as will be 
discussed below. 
1.1 Aspirations 
I begin by discussing the aspirations BB SAEMs had for work while growing up. 
Many aspired to achieve something from a very young age and the majority are 
now working in professional environments such as the local college, banking 
and finance, supermarket management, the local council, public school, utilities 
sector, and within high street retail stores. A positive link between having 
teenage career aspirations and attaining a career in adulthood of British born 
individuals is shown in previous research (Ashby and Schoom, 2010; Croll, 
2008; Mello, 2008; and Schoon et al., 2007). Some of these studies report 
having ethnic minority groups as part of the sample but there was no indication 
of separate data sets to understand the patterns for British Born South Asians 
as per the current study. 
I began by asking SAEMs how far back they could remember and if they 
remember having any career aspirations in their childhood. Norris (2011) 
reports on the experiences of further education practitioners, who found that 
often learners’ understanding of particular sectors is limited to the most visible 
jobs and roles. In contrast to these findings, SAEMs remembered wishing for 
careers in a wide range of occupations. Although some, for example Humma, a 
23-year-old Bengali female who was shy and reserved at first, focused on a 
‘visible’ job: 
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‘At that point again I didn’t know where I was heading all I wanted to do 
was like getting into a nursery like a nursery assistant and do child care 
but that just didn’t happen.’ (Humma) 
Humma is a pretty girl with big marble like eyes and of a slim build, dressed in a 
short western dress with leggings. It took some time to see her smile but when 
she did her whole face lit up. She seemed notably feminine and from seeing her 
bedroom it was clear that she looks after herself and likes feminine things and 
bright colours. Once the interview progressed she came out of her shell and I 
noticed that she was very chirpy. 
Humma’s hope to achieve a career in a ‘visible job’, that is one known about in 
her community, remains unfulfilled.  She still aspires to become a nursery 
nurse. When discussing her experiences it became apparent that Humma had a 
sensitive side, as you will see from her accounts in this theme. She is happy to 
take a back seat at work: she prefers to maintain positive relationships with 
people at the expense of progressing up the career ladder: 
‘I don’t think I can do that because they’re more like my friends and 
family so I don’t think I can tell them off because I don’t want them to 
think any different of me.’ (Humma) 
How others perceive her is important to Humma, thus I wonder whether her 
career aspirations reflect this. 
Others had wider aspirations, for example Khan. From conversation it became 
very clear early on that he has spent some time searching for his ‘true self’: 
such as taking a spontaneous holiday for two months abroad where he lived in 
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a shack in Oman on his own. Although, as expected, he felt a little home sick, 
he did greatly enjoy the experience as he went back the following year for four 
weeks during Ramadhan8, again on his own. Khan, common to some others, 
often altered his desired choices for the future during adolescence. His 
dynamism and spontaneity seemed present from this young age, as seen when 
he discusses the early career aspirations he remembered while still at school: 
these were not ‘typical’: 
‘Different kind of professions, one minute it was a geologist, next minute 
it was an archaeologist, next minute it was (unclear).’ (Khan) 
Khan seems much more sure about himself now, yet not opposed to taking 
advice from family and friends towards his career options. He has chosen 
geology and is currently pursuing this option, although initially he began by 
pursuing a career in IT. 
From Sophie’s discussions it quickly became apparent that she had many 
dreams and aspirations, but her family responsibilities and social expectations 
slowed her down and pulled her behind. A very thoughtful and giving individual: 
always striving to make others happy, often at the expense of her own 
happiness, it was somewhat surprising to hear her say: 
‘Don’t ask me why I just had this urge and really wanted to be a news 
reporter. I don’t know why but I just had this thing that I wanted to be a 
news reporter.’ (Sophie) 
                                            
8 Ramadhan is the ninth month of the Islamic calendar. Muslims observe fasting from sunrise to 
sunset for 30 days during this spiritual month. 
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This flamboyant young lady was amongst those that tried to focus on their skills 
or passions: 
‘But then again my heart has never been in education. So am not a 
coursework kind of a girl at all. Definitely more of a hands on kind of girl, 
more drama, arts, that kind of thing.’ (Sophie) 
Sophie, amongst some others, found practical learning was closely related to 
her interests. During school she had many part time jobs: an early indication of 
her desire to follow a practical route into work: 
‘Whilst I was at school I’ve worked in many places Sam. I’ve worked with 
some agency work. I did have a part time job whilst I was in upper 
school, that was door canvassing.’ (Sophie) 
Another individual that was focussed towards his skills or passions was 25-
year-old Fiaz. Fiaz was a good-looking man who seemed a little shy at first: 
soon it became clear that he had difficulty fitting in from a young age. Fiaz spent 
most of his life in the UK, with his siblings and father, while his mother chose to 
stay in Pakistan for long periods, as she preferred it there. Fiaz did not seem to 
mind being bought up by a single parent and elder sister, and talked about this 
experience without reluctance. He was a reserved young man who needed 
more prompts than any other interviewee. His description of education in 
Pakistan does suggest that his parents made every effort to prepare him for his 
return to England: 
‘I wasn’t going to the normal schools that people there go to. I was in a 
model school, because I knew I was going to come back to the UK. My 
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parents put me into a school where it prepared me to come back to the 
UK, like learning English as my priority language rather than Urdu and 
stuff like that. It was one of the top of the range schools that I went to.’ 
(Fiaz) 
It may have been this preparation that helped Fiaz: he said he picked up pace 
quickly and within two years he was in sync with the learning of his peers in 
England. From his educational and work experiences it is clear that he is hard 
working, currently working two shifts: one as a full time team leader in one of 
the largest supermarket chains in the UK; and the other as a part time delivery 
driver for a busy fast food franchise. Two very different roles: one professional 
and one often identified as an unskilled job for individuals with little other 
options available to them. He is evidently a motivated individual looking for any 
way possible to improve his financial circumstances while maintaining a focus 
on his career prospects: 
‘I was into computers so I wanted to do computers. When I was going 
into school like high school and stuff I just wanted to do computers, it 
was the only thing in my mind. Then I started college, sixth form.’ (Fiaz) 
It was surprising that some individuals had career aspirations but could not 
provide a motive for where the choice had developed. There was a need to 
follow certain career routes but memory failed to identify the root causes of such 
choices for some, including Sophie and Fiaz as illustrated in their conversations 
above. 
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Three of these four interviewees illuminate a common theme in many 
interviews: they have aspirations beyond what Norris (2011) recognises as 
‘visible’ jobs. Norris’s (2011) qualitative study found that young people often 
have a restricted understanding of particular sectors and the diversity of jobs 
available in these different sectors, therefore they aspire to follow careers within 
‘visible’ jobs in particular disciplines ‘as they are the only jobs they know of’ 
(p.9). The interviewees, whom had spent most of their lives in Bradford, and its 
surrounding districts, did not seem to be limited in their aspirations. However, a 
strong theme throughout these interviews was that these early aspirations were 
often difficult to achieve. 
Participants gave a variety of reasons for their failure to achieve their desired 
careers. Lack of support, from school, for Sophie, meant that the only route into 
work was via practical experiences. She viewed her difficulty to learn as a 
barrier to education, and like myself was labelled a trouble child at school. 
For others who felt their desire could be achieved through education it was not 
always easy to pursue this. In particular, sensible Humair was responsible with 
dependents, and family, being at the forefront of his priorities. At times he was 
careful with his words, and was the most reserved of all my interviewees. 
Regardless of my prompts or attempts, as per other interviews, he kept the 
interview as brief and to the point as he was able. The toughest cookie to crack! 
An example is when I asked him about the training he received. He did not 
elaborate too much and steered it to a different direction. Even then he kept his 
answers brief:  
SR: Right ok, so what about training? Did you receive any other training? 
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Humair: Yeah. I’ve received training yeah. 
SR: What was the training like? 
Humair: Well my manager who’s training me up is also a close friend. 
SR: ok, so what are your relationships like with people at work? 
Humair: Not good at all. I’m joking; my relationships are very good with 
everyone. 
SR: What about your bosses? 
Humair: I get on well with them yeah. 
SR: Are there any relationships at work that you may particularly 
remember? 
Humair: I do (sniggering) 
SR: Work relationships? 
Humair: Oh (laughing) work relationships. Em yeah, working with a 
friend. 
SR: What was it in particular that you remember about this relationship? 
Humair: You feel more comfortable working with somebody that you 
know and there’s more trust between you. 
His team leader, who is also his best friend at work, recommended Humair thus 
I wonder whether a power relationship played a part in the limited information 
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he shared with me. What effect did my association with his boss have on his 
reluctance to share information? Humair came across as a very sensible young 
man, aged 25 but looked much older in appearance. He was a reserved and 
serious individual. There were some points where he made a joke and I noticed 
an immature side: I didn’t find them too funny but I laughed with him. I felt 
building rapport with him was most difficult compared to others. 
In line with a few others, Humair did not want to wait for his desired future 
option: 
‘I wanted to become a PE teacher to be honest with you. I couldn’t get a 
place in Leeds; I had to wait another year so it was too much of a gap. I 
just didn’t want to wait; I didn’t want to take the break in education. I went 
into higher education for computing at Bradford College, I passed that, I 
did my HND in that.’ (Humair) 
Those who chose available subjects over preferred ones quickly lost interest, 
both in the subject and in pursuing a career in that area. A majority left school 
and their studies midway, and entered employment in search for better and 
more interesting prospects: 
‘I was still a bit confused as I didn’t really know what I want to study. I 
wanted to get into training and just get a job.’ (Humma) 
Consistent with others in this study, Humma did not know what she wanted to 
do other than get the necessary qualifications for any job. Like Humair, she took 
the only option available, as it was important for her to stay at school: 
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‘I don’t think [school] did childcare they had health and social care but 
that was fully booked because I applied at the last minute and I didn’t 
really want to go to college or at a different school. I wanted to stay at 
[school] so they said the only one that is left is business. So I took up 
Business.’ (Humma) 
Similarly, all other females said it was a priority to stay at school. Male SAEMs 
mentioned college as an option to progress their studies, yet all females 
focussed on remaining in sixth form, regardless of whether their first choice was 
available. 
Having chosen subjects that were not of particular interest, both Humma and 
Humair lacked motivation to pursue the subjects they studied any further: 
Humair completed his HND in computing but will not be taking this option any 
further, while Humma dropped out of sixth form after the first year having 
chosen the only subject available to her. Studying the ‘available’ subjects filled a 
gap in their career history that they did not know otherwise what to do with. In a 
later discussion Humma refers to her initial choice and still hopes to go back 
and pursue nursery nursing. 
Previous research identifies certain factors, of which these interviewees may 
have been unaware, that may have influenced them in achieving or failing to 
achieve their career aspirations. Other barriers to accessing further education 
include class and socioeconomic circumstances. For example, a qualitative 
study by Crozier et al. (2008) found that those from working class families 
lacked confidence in their own academic abilities, with some leaving school at a 
young age and returning to study at university during their adult lives. Many of 
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the interviewees, in the current study, were from working class backgrounds 
and lacked confidence in their academic abilities, with some having aspirations 
to return to education in their adult lives if work permits, such as Humair and 
Humma. 
Crozier et al. (2008) found that those in receipt of privileged schooling, from 
middle class backgrounds, demonstrated higher confidence levels and an 
increased sense of self-worth. Accordingly, participants in Crozier et al.’s study 
show what is NOT available to British Born South Asian Ethnic Minorities (BB 
SAEMs) from working class backgrounds. Specifically, Sophie, the flamboyant 
female described earlier, found her lack of self-worth was an obstacle to 
meeting her potential: 
‘Mrs [head of 6th form] just didn’t want us. Even she put me down; she 
said she isn’t going to put me on in the following year. I don’t know but I 
think I went on in the following year to prove a point and say hang on you 
can’t just tell me I’m not going to come next year. I don’t know if it was 
my dyslexia or because I’d given up or because I just think I can’t do it. 
So after that I was on job seekers for a long time. I don’t remember how 
long but it was a long time.’ (Sophie) 
I did not interview participants from middle class backgrounds therefore this is 
not a comparison that can be made here. Instead one can only deliberate on 
the possible alternatives, such as whether the discovery of ‘class’ was a recent 
endeavour, something first generation parents experienced after arriving in 
Britain. 
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Other examples of limited provision at school include the lack of support and 
guidance available to BB SAEM interviewees, such as careers advisers who 
were not very influential: 
‘I was still a bit confused as I didn’t really know what I want to study. I 
wanted to get into training and just get a job. My careers advisor had 
faith in me saying ‘you should do it’. At that point again I didn’t know 
where I was heading, all I wanted to do was like getting into a nursery 
assistant and do child care but that just didn’t happen.’ (Humma) 
‘I think one thing like with schools nowadays very kind of lack in giving 
career direction of what the student wants to do. Instead of giving a kind 
of package they would say do this do this and then you can become this. 
So yeah I was always kind of given recommendations so I followed them 
at the expense of my own interests.’ (Khan) 
Khan, who we earlier recognised as open to the opinion of others, 
expected/preferred a tailored package pertinent to his interests that would guide 
him towards a suited future career, but this did not happen. Instead he followed 
the generic route offered by the careers advisor. In this case, as per some 
others, the support providers are the ones offering only ‘visible’ options, even to 
those with wider aspirations. These findings were not in line with Norris’s (2011) 
findings where young people often pursued ‘visible’ career paths arising from 
limited aspirations. The ‘visible’ career routes pursued here arise from the little 
support they received to develop their ‘desired’ career paths. 
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Scottish mother of three, Thaira, reflected similar problems with careers advice 
at school:  
‘Anything they [careers advisors at school] suggested was completely 
you know something I wouldn’t be interested in so it didn’t really help 
although I did seek guidance from them.’ (Thaira) 
Like Khan, Thaira would have benefitted from some individualised support that 
matched her interests with a future career, but this was not what she received. 
Others also felt they were not provided with appropriate support at school. Many 
were quickly labelled as difficult students, while they resisted such ‘tags’ and 
continued into sixth form, although short-lived. From the interviews I have taken 
Khan as an exemplar. He was the very well spoken young man I described 
earlier, who took me by surprise: 
‘I got excluded in my final year of GCSE’s as I was a bit of a bad boy. I 
got convicted for bullying someone, which it wasn’t even bullying; I just 
kind of snapped out on him and hit him. That kind of gave me a bad 
reputation at the time which kind of distracted me in my final year of my 
GCSE’s and I didn’t do as well as I should have.’ (Khan) 
Khan’s discussion about this experience illustrates how one provoked reaction 
left him with a label. This impacted his experience during a crucial stage of his 
education: a period that would determine his entry into A-Levels. 
This study echoes many of the findings of working class participants in Crozier 
et al.’s study (2008) such as receiving little guidance or support at school; and 
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being labelled as troublesome. One individual within Crozier et al.’s study 
reported that her head of sixth form tried to prevent her from doing law. 
Compare this with Naeem in this study: 
‘I thought I’m gonna change myself because by the time I left year 11 the 
head teacher pretty much guaranteed me I won’t be coming back for 6th 
form because I was a handful. I remember walking out of school because 
I got chucked out 2 weeks before year 11 finished and then the head 
teacher said that I could pretty much guarantee you’re not coming back. 
Come results day I get 15 A to C’s and I had got accepted.’ (Naeem) 
Naeem was only 22 but seemed older than his age: not by his appearance but 
instead by his perceived wisdom and experiences at school and work; he was 
very talkative. He seemed sure of himself at times; a ladies’ man; masculine 
with what I can only describe as a ‘smug’ attitude; and highly confident in his 
own abilities and self. 
I found that posing SAEMs with a challenge during adolescence motivated them 
to prove themselves at school. I wonder whether this was the reaction that the 
teachers intended for, yet I am concerned how short lived the reactions were as 
many of these individuals only returned to school to prove a point. They soon 
left, with their studies midway. 
Naeem was my first male interviewee therefore at first encounter I found some 
of his views to be negative. I recall a conversation with my supervisor following 
this interview and was explaining to her how negative Naeem was about his 
experiences. I was not sure whether his experiences were really so negative or 
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self-exaggeration of his storied accounts. I shared some of his school 
experiences myself so I did understand his difficulties at this point of discussion, 
nonetheless so much negativity was strange at first. He received a lot of support 
from school and friends after losing his mother and brother, spaced a couple of 
years apart, as a teenager. We will later learn how working life came as a shock 
to him when he found he had to work twice as hard as anyone else to progress. 
My perceptions changed of this interviewee as I interviewed more people: I 
realised that he was not being negative, but was instead being very honest 
about how he felt as per the behaviour of others towards him. Naeem was the 
only individual who reported receiving extra support, but his extenuating 
circumstances owed to this. 
All of the ethnic minority participants interviewed by Crozier et al. (2008) were 
from working class backgrounds. There was a huge tendency for ethnic minority 
groups to go on to post-1992 universities where there was open access and 
increased encouragement for socially diverse applicants. Middle class 
participants were found to mainly attend pre-1992 universities ‘which tend 
towards elitism’ (p.169). Crozier et al.’s findings therefore suggest that first class 
education is rather uncommon for students from working class backgrounds. In 
comparison, the middle class participants in Crozier et al.’s study reported far 
positive experiences and much support. The current study does not have any 
middle class students as all individuals reported being from working class 
families. 
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1.2 Gender Disparities and ‘Respectful’ Careers  
In terms of gendered differences research has previously (Lightbody et al., 
1997; Basit, 1996; Reay et al., 2005) identified barriers for British Muslim 
Pakistani and Bangladeshi females from a young age. Lightbody et al. (1997) 
report past assumptions that have led to an ‘image of Asian women as hapless 
dependants, likely to be married off at the earliest possible opportunity, [which] 
has had a significant effect on the attitudes of teachers and careers officers, 
who play an important role in guiding these young women towards certain types 
of education or employment’ (p.69). Thus other members of society play a part 
in shaping the future of many SAEM females, such as teachers at school, 
based on presumptions about Asian women. 
It is unclear whether such assumptions, by teachers and careers advisors, 
played a part in the experiences of current SAEMs. Though, it is evident that 
many of the BB SAEMs had negative experiences at school, common amongst 
males and females, thus I wonder whether there were certain connotations 
attached to ethnic minority males in past literature. 
Male SAEMs recalled influence from family towards specific careers, but by 
their recollections a different approach was taken to the one noticed with female 
SAEMs. For males there was encouragement in other directions, rather than 
direct objection towards their interests as per females. In hindsight, contrary to 
some findings of females, male SAEMs displayed no reluctance and more 
understanding towards family influence/suggestions. They also seemed to be 
open to receiving and following advice from family members. Khan is an 
 89 
example of this: although he was very sure of himself he followed guidance 
from family: 
‘This was back in the days when IT was quite big. I thought ok fair do’s I 
will fall on my brothers kind of, not orders, but kind of recommendations.’ 
(Khan) 
For Male SAEMs having a job was a necessary responsibility. Naeem was not 
explicitly given the responsibility to be the breadwinner at home, yet he felt 
otherwise: 
‘They [family] felt the need that I didn’t need to work but I felt the need 
that I needed to take it on, that role, that responsibility.’ (Naeem) 
Naeem was a very proud young man as I described earlier, even at work he 
displays this. Following the loss of his only brother, Naeem chose to support his 
family. He felt the need to take the financial responsibility although his family 
didn’t think he needed to just yet. 
For the small minority of females who had the choice between work and 
education, choosing a job over further education was a more attractive option: 
‘I just kind of like, I kind of thought if I can get myself a job I would rather 
work than get educated.’ (Sophie) 
Full time mum Shamim; felt work was the only option because she needed to 
bring her husband over from Bangladesh. Male SAEMs who chose education 
over a job soon left midway feeling it was a mistake to miss out on available job 
opportunities: 
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‘I wanted to continue my education but when I got the job it was like I got 
a good position for a job and when I was looking at other people 
nowadays, a lot of people that graduated and stuff they’re still looking for 
jobs. I had the choice either to go work or carry on with my education.’ 
(Fiaz) 
 Naeem had a similar experience: 
‘I couldn’t do both because I gave up various job opportunities because 
of my studies. I’d find job opportunities; they’d be full time. That’s when I 
left Uni and decided I needed a job.’ (Naeem) 
Conner et al.’s (2004) research suggests that the highest unemployment rates 
were amongst Pakistani males from all the groups reported, with Pakistani 
females also having higher unemployment rates compared to other ethnic 
minority females. Pakistani and Bangladeshi groups, of working age, were the 
least qualified. These groups were more likely to gain vocational qualifications 
at Sixth Form College for entry into higher education, with the main factor 
affecting their decision to go on to higher education being to gain qualifications 
towards a career. This was common amongst the current interviewees, 
specifically Pakistani’s, where aspirations to continue education at some point in 
the future are related to achieving towards a particular career: 
‘But it’s kind of hard to fit everything in. At the moment job stops me from 
doing anything. If they supported me at work then yeah course I could do 
my studies. Like in my old store where I worked I could be flexible with 
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my hours so I was able to study and work. At this store I can’t do that.’ 
(Humair) 
Humair felt that his personal interests lay with his incomplete education. He has 
a desire to complete his studies so that he can pursue a career in the field that 
he has studied. 
Support from the current employer was essential to fulfil educational 
aspirations. An example has been taken from Sophie: 
‘So I wanted to do the CMAP course which you have to do to become a 
broker, which they were willing to pay for and let me do whilst I was 
working. But as soon as we got nationalised it was like no you can’t do it 
anymore. So that was something I wanted to do, but I didn’t want to pay 
for it pretty much, so I just stayed where I was.’ (Sophie) 
Like Sophie, Thaira, with whom I had a rather unexpected first meeting, also 
expressed a desire to return to studying at a later date: 
‘I want to finish what I started as I feel passionate about architecture and 
really enjoyed my work’ (Thaira) 
Shamim, A Bangladeshi social worker mum, expressed a similar desire to 
achieve further qualifications: 
‘If I was a qualified social worker I could maybe do other things to 
develop vertically but in the role I am I can only become like a centre 
manager. I want to do the training for management to give me the 
foundations to become a manager.’ (Shamim) 
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Conner et al. (2004) found in their research that ethnic minority students have 
increased expectations of the benefits of higher qualifications in comparison to 
Caucasian students. These expectations were also identified as a substantial 
encouraging ‘driver’ with aspirations towards, and the value for higher education 
also being significantly greater in ethnic minorities. Yet findings of the same 
study suggest that ethnic graduates do not do as well as Caucasian graduates 
in securing employment, specifically in terms of jobs or careers that they prefer 
or choose to take-up therefore are more likely to move from their degrees onto 
further education or training. Conner et al. (2004) do not indicate when ethnic 
minorities move on to further education or training. Is this after they leave 
university and try to find work; is it something they follow up straight after 
university; or do they realise they need to go back once they have been 
employed for a period of time? I found that, both male and female BB SAEMs in 
the current study regretted not completing their education. 
In Crozier et al.’s study where a high number of ethnic minority females were 
interviewed (42%) compared to a few (11%) ethnic minority males, there was no 
differences highlighted between genders. That differs from the current study, in 
which there were some differences between female and male SAEMs. Some, 
more commonly Bangladeshi females, recalled having little or no support from 
family during educational life. 
‘I think that’s a bit of a low point as my family never really influenced me 
in anything, they didn’t push me to become anything or to work towards 
anything that’s why I think I was like a bit confused I was like just going 
school for the sake of it.’ (Humma) 
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‘At one point my sister came home with a C in mathematics and my dad 
wouldn’t let her in, that’s how disappointed he was in her. A C Sam in my 
eyes is awesome but when it got to me and my GCSE’s I didn’t even tell 
my dad my grades but he kind of like lost interest.’ (Sophie) 
Humma and Sophie had similar experiences, and were confused about future 
career choices. They both had a tendency to please others at the expense of 
their own interests. Although they had ideas for future careers, their interests 
changed following work experience, or family reluctance about their desired 
career paths. Sophie soon changed her mind after work experience with a 
hairdresser. She was keen to start working in an experienced role and the early 
stages of her chosen career required a lengthy learning curve and doing what 
she described as the ‘joey’ work. 
Humma, who had not had the opportunity to study her first choice at sixth form, 
left midway between her studies and sought other options. Reluctance from 
family meant that she could not pursue her second choice either: 
‘Actually I went to Bradford College: I enquired about. They said it will be 
a one-year part time course and then after that you just applied in 
different airports to get into an airhostess thing. So I came home to tell 
my family. They were not too happy about it, like no, you can’t do this, 
you can’t do that.’ (Humma) 
In the case of both Bangladeshi Females interviewed here, there was a lack of 
motivation during their early working lives. They did not recall having a desire 
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towards a career or progression, beyond those that they had at school or sixth 
form: 
‘With all of my jobs I haven’t seen them as a step for moving forward. For 
me it’s always been like one steady step, I’ve never gone above my role, 
I’ve never stepped that ladder.’ (Humma) 
‘I don’t remember having any aspirations, No I think as a young child, this 
is at primary school, you always look up to your teachers don’t you. 
Teachers with long shiny finger nails and that’s what you want to be.’ 
(Shamim) 
Shamim got married with the hope to continue her education, but soon found 
that this was not feasible, as she would need to work to invite her husband over 
to the UK. Her family is now her number one priority, so while her husband 
works full time she feels it is her responsibility to be a homemaker, apart from 
her daytime job as a social worker. This lady displayed passion to progress at 
work, but faced many challenges that came her way, as will be apparent as her 
story unfolds. 
Lightbody et al. (1997) found that Young South Asians placed greater emphasis 
on gaining achievable social positions in a ‘respected profession’ compared to 
peers of UK origin who placed higher importance on personal growth. These 
findings coincide with previous literature which suggests that higher education 
and a ‘respected profession’ are viewed as a ‘source of pride and status within 
the community’ (p.73) and a reward for fulfilling moral and social duties. Some 
females within the current research identify the importance of having a 
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respectful career, thus it is felt inappropriate for an Asian female to take up 
career roles deemed as not being ‘respectable’. Rebelling was rather difficult for 
those that were striving to please others at the expense of their own desires, for 
example flamboyant Sophie, who lost her brother to a life threatening illness: 
‘You know being a Pakistani you can’t just go into acting or modelling or 
that kind of thing. Even hair dressing is one of the things my dad didn’t 
approve of. Again that boils down to caste; you know if you’re different 
casts you can’t do certain things. It’s embarrassing for Pakistani woman 
to go into hairdressing.’ (Sophie) 
Another example identified previously in this section was by Humma who finds 
her family are reluctant to accept her hope to enrol onto a cabin crew-training 
course. There does not seem to be any accounts by the males to suggest such 
issues when choosing their preferred careers. 
Lightbody (1997) does mention some differences between males and females 
on motivation levels and the number of attempts they may have according to 
their parents to pass exams, yet there are no differences reported in terms of 
what may be classed as a respectable job for boy or girls. It seems that there 
was previously an overall expectation for both males and females to find 
respectable work. My experience during this research and otherwise contradicts 
Lightbody’s findings: I have found that males have more liberties than females. 
A high number of South Asian males have become taxi drivers, or takeaway 
workers, which are not considered professional or respectable roles within the 
South Asian community unless self employed, yet these are acceptable roles 
for males but not for females. 
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According to Lightbody, the alternative to ‘respectable’ employment for males 
was to work in their fathers’ own business but this was not deemed desirable, 
and for females an education and ‘respectable’ career prospects were a means 
to bargain for other privileges. I found that working for a fathers business was 
an option amongst my interviewees and not necessarily something used as a 
punishment. Imtiaz explained that his father has his own businesses, yet he 
chose not to work in them as he felt it was more important to work his own way 
up. He began work in a factory, which is not deemed as a ‘respectable career’, 
but his father was the one who supported him in obtaining this job, by 
introducing him to one of his contacts. He could have easily put his son to work 
within his own business. 
In line with the contradictions already identified with Lightbody’s study, for 
females in the current study job searching was a privilege in its own right. 
Females do not necessarily need to be progressing towards a specific 
‘respectable’ direction to gain access to other privileges. Searching for work 
was good enough to gain privileges, such as an excuse to leave the home. 
Specifically for Sophie: she felt guilty leaving without an excuse, as she did not 
want to disappoint her family: 
‘And it was getting me out of the house really, So you know sometimes 
you would say to your dad you was going to the agency to get some 
work and there was no work (laughing) and you’d be out so it kind of got 
you out of the house and got you doing something. Because otherwise 
you would pretty much be stuck indoors.’ (Sophie) 
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The males in the current study seem to be in a more privileged position in terms 
of the freedom to go out without an excuse to do so. This is also the case when 
choosing their preferred careers, with no opposition from the family. This raises 
the question of whether the rise of feminism will be more apparent in these 
cultures in the future, as it has become in the West? Will females from these 
cultures be accustomed to a higher degree of freedom and the ‘liberty’ of 
making their own career choices with less reluctance from family as time goes 
on? 
Thus far, this chapter has explored the early experiences of individuals, 
including their aspirations and desires as children and young adults. Let’s now 
look at experiences of job searching; informal working; and how these 
individuals have progressed to their current positions. 
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2. Advancement 
This theme of career advancement, initially explores the experiences of job 
searching, common amongst BB SAEMs. This initial section highlights gender 
differences and family influences as playing a huge part the options available to 
BB SAEMs. Next, this section will discuss experiences of entering the labour 
market for the first time. This includes the poor working conditions and illegal 
work faced by many of the participants.  
2.1 Experiences of job searching 
Today, regardless of which part of the world you live in there is an expectation 
to work. In some cultures this expectation is imposed on people differently 
based on factors such as gender. For some others it is merely a means to 
survive or to provide for oneself and family. Either way this journey into work 
begins with the experience of job searching. 
There is much literature exploring experiences of job searching. Some seek to 
explore the differences between job searching experiences of migrants and 
natives (Frijters et al., 2005; Frijters et al., 2003; Green et al., 2013); others 
(Bryan et al. 2012; Davis et al, 2012; Green et al., 2013) seek to understand 
changes following a recession; whilst several (Frijters et al., 2005; Green et al., 
2013; Ruhs and Anderson, 2010; Ruhs and Anderson, 2011) propose to 
recognise employer preferences with some comparisons between 
skilled/unskilled work and natives/migrants. This basic overview on the types of 
literature available on experiences of job searching indicates that up to now 
there has been a tendency to make comparisons between natives and 
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migrants, whether it is on employer preferences or employee skills and 
expertise. However in the current analysis I aim to present individual storied 
accounts of British Born SAEMs past experiences of job searching, to 
understand their encounters in the labour market leading up to their present 
role. 
In the current analysis having a job was perceived as improving quality of life for 
females providing them with both financial and social capital. There was no 
indication of whether this work should be part time or full time although a 
majority of the females, specifically those with families, such as Shamim and 
Thaira, are working part time. An example has been taken from Shamim who 
expressed that working life was a means to improving her social life. 
‘In the sense that the quality of life to some extent, because I’ve got that 
bit of extra spending money, it’s also allowed me to open doors to 
socialising with different people’ (Shamim) 
I found that males indicated the importance of increased hours as being a 
positive step and recognised that this will make them financially better off. 
However they do not provide any indication of their work being a means to 
improve their social lives. Charming Shahzad, exemplifies the importance of 
having more hours at work: 
‘To get full time hours that was positive for me, that were good. Because 
obviously I needed hours, when you get more hours you get more money 
coming in.’ (Shahzad) 
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There are many means of job searching, widely recognised as formal and 
informal methods (Green et al, 2013; Marsden and Gorman, 2001; Pellizzari, 
2004). Pellizzari (2004) identifies formal methods as favourable by employers 
seeking to recruit for high productivity jobs, where a considerable amount of 
training is required. For such roles employers will invest in more intensive 
screening so as to build a better workforce. By using such methods employers 
allow themselves a level of control of the quality and quantity of information to 
be taken from candidates prior to selection. Due to the nature of the roles, and 
to avoid substantial losses at a later stage, i.e. after training costs have been 
forfeited, Pellzzari (2004) identifies formal methods to be best suited for these 
positions. This is in direct contrast to the experiences of the people in this study. 
As many of the SAEMs did not complete their education they were unable to 
rely on educational qualifications (as shown above). In terms of formal job 
searching experiences some SAEMs, such as Imtiaz, recalled having little 
available opportunities or felt unequipped to apply directly to employers, as their 
experiences/qualifications were not appropriately documented: 
[Q: How come until this point you hadn’t applied to the employers direct?] 
‘There was nothing available then, plus I didn’t have my CV ready.’ 
(Imtiaz) 
Weber and Mahringer (2006) note the public employment services (PES) as 
another formal route into employment, apart from the direct application process, 
via the employer. A recent in depth study was carried out by Green et al. 
(2013), which included interviews with various stakeholders involved in job 
searching such as: employers, recruitment agencies and job seekers (Migrant 
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and British Born). Most employers gave mixed or negative feedback on the 
quality of the applicants recommended by PES. The complaints provided by 
employers included issues such as job matching and the numbers of people 
applying. Many of the applicants did not have the necessary skills, with a high 
number of applicants also showing no interest in the job itself. Job seekers 
made comments which suggested that low skilled jobs were recommended to 
all job seekers by job centre staff, hence a high number of applicants were 
lacking the motivation to fulfil the vacancy and were instead applying for a job to 
get job centre staff ‘off their back’. 
Negative experiences were also echoed by many SAEMs in the current study 
who had applied for job centre support. One of the most appropriate examples 
is from the optimistic, 23 year old Mahmood. Even with his optimistic outlook, 
Mahmood could not help but express how he felt about PES staff not being 
serious about the support they provided, and felt job centres were a nuisance at 
best: 
‘Trying to find a job was probably one of the hardest things I’ve done, 
very stressful and no support from job centre. I didn’t find my job through 
job centre and I know plenty of people who didn’t. It’s just how it is.. And 
then consistently being nagged by the job centre without support, it’s not 
really appropriate for them to nag you if they’re not supporting you.’ 
(Mahmood) 
A minority felt they lost the desire to find work and used time on training 
courses, provided by the job centre, as leisure time. The reasons for such 
experiences remain unexplained, however there was an overall widespread 
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impression that the job centre is just there to help you tick a box, to show you 
are seeking work, rather than a formal support method to help you seek work, 
as identified by Sophie: 
‘They obviously used to send me to do courses through the job centre, 
which was a laugh but through that I didn’t really, I think I did but I chilled 
out more than I did actually look for a job. (Sophie) 
Green et al. (2013) explains that work placements may be a sound method for 
screening possible recruits recommended via job centre and highlights this 
could be a positive experience for job seeking individuals. He reports a case 
study where a café takes on individuals via the job centre for short placements. 
Although these individuals do not receive a pay for their work, they obtain 
customer service and other skills. 
In the current study for those who actively used job centres as a means into 
employment there was recollection of negative experiences when applying for 
jobs advertised by the job centre, specifically where an initial unpaid period was 
offered. Humma who was earlier described as a seemingly sensitive female, 
illustrated this as a shameful experience and recalled difficulties faced, such as 
the distress suffered and time wasted when pursuing such employment (extract 
shortened). 
‘There was a job that I saw on job centre page. I applied for that. I went 
in everyday to see him, we went to people’s houses and I filled in forms. 
After my one week free training, the day I was supposed to start work, I 
didn’t get a phone call. I rang him about lunchtime thinking why he hasn’t 
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got back to me. He answered the phone and he said to me ‘I’m going 
away abroad I don’t know when I’ll be back so till then I won’t need you, 
when I come back I will ring you’. And then he put it down and I was so 
upset. I told my family I got a new job and stuff like that and I’m starting 
on Monday morning. So I didn’t know where to hide my face.’ (Humma) 
During a period where little work is available through formal methods, such as 
PES, finding a good job opportunity was highlighted as overwhelming for 
someone like Humma, therefore one not to be missed, leaving her vulnerable to 
exploitation. 
‘He said to me it will be £8 an hour so I was like buzzing thinking this is a 
part time shift for £8 an hour and you know I’m so happy to do this.’ 
(Humma) 
I discovered that participants found little value in using the public sector 
employment agencies to help them find work. Those that limited their formal job 
search avenues to PES faced much disappointment and were demotivated. 
However there was no evidence that they used other formal methods such as 
direct application to employers, or searching via advertisements in newspapers, 
journals or the Internet. There were no participants who recalled going through 
a formal application process during their job search prior to the job role they 
managed to secure. 
Rather than approaching employers using formal methods, some participants 
felt they were equipped to apply informally to employers but they had negative 
experiences. Some sent their CV’s directly to employers, which is classed as an 
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informal method and does not imply that a vacancy existed for which they were 
applying. Nevertheless, they were unable to secure work and some recalled 
their efforts as not even being acknowledged by employers. Three of the males 
discussed within this chapter recalled their experiences: 
‘You send your CV in and most of the time you don’t even get a reply. 
Forget rejection, you don’t even get a reply.’ (Mahmood) 
‘It was hard you know, it was very hard.. I had a fair few interviews, I 
even went on the course through job centre, sent me on interviews.. but 
they didn’t get me no job.’ (Shazad) 
‘I remember I printed off, I must have gone through hundreds of CV’s and 
I wouldn’t get many responses back from employers and when I did it 
would maybe be an email to say that we haven’t got any vacancies left or 
that we don’t qualify for it. I found it tough.’ (Naeem) 
In an attempt to understand employer reasoning Green et al. (2013) suggest 
that many employers in low skilled sectors have preferred migrant workers until 
recently. While there is little evidence that migrant workers have more positive 
characteristics than British workers, there is a presumption that the negative 
attitudes of British Born workers towards low skilled jobs make them poor 
employees. Nevertheless the authors found that following the recent economic 
crises; employers are now becoming more willing to employ British born 
workers compared to previously. It is unclear whether these changes are 
reflected within my research. 
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Finding it difficult to obtain a job via direct application to employers, many 
SAEMs turned to their social networks during their early careers. An 
increasingly common informal method of job searching, identified in the early 
lives of SAEMs, was gaining experiences in a role recommended by family or 
South Asian friends. Fiaz, Mahmood, and Shamim all express how their social 
networks came into use: 
‘My brother was working for [current employer]. He recommended me to 
work with him, his manager, he knew the manager so he put a word in 
for me.’ (Fiaz) 
‘Well my sister was working there and it was something that I knew 
would help wherever you go in life because the experience you gain on a 
call centre, the way you talk the words, it’s just overall your general 
presentation as a person, it improves.’ (Mahmood) 
‘I think my dad helped. He asked and got me the job.’ (Shamim) 
According to Lin’s (2005) Network Theory of social capital, individuals who 
disclose that they were not actively involved in job searching may still have 
used their social capital to obtain work. Often the results of qualitative research, 
and consensus data, will indicate contradictory results in regards to social 
capital or even disclose that job searching did not take place or took place in 
other forms. Involvement of social capital in obtaining work is not always 
recognised, as such efforts will not always be reported.  Where social capital 
has played a part, as here, it is often ‘invisible’. In the current study there were 
in depth discussions, which explored all methods used to search for and obtain 
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work. It was evident that social capital played a significant role in the lives of all 
ethnic minorities at some stage in their adult lives. 
Lin (2005) further highlights that during times of uncertainty and high-risk social 
capital can be of significance as one of the key components of social capital is 
trust. I identified trust as a two-way effort, the first being where the employer 
takes on an employee based on a recommendation, which is, what Lin (2005) is 
referring to. However I also identified trust as a component important to 
employees, such as SAEMs in the current study who have taken on a low 
skilled job by recommendation in hope for better prospects. Imtiaz, who had the 
option to work in his fathers’ restaurant business took the opportunity to work for 
one of his fathers’ previous employers in hope to build himself from the bottom 
upwards: 
‘I’ve been at this job now since July 2007… My dad was previously 
employed there and he got me the job. He said that to start off with this 
job you might be a bit low but as time goes on and they see what you’ve 
got in you they will move you up and that is exactly what has happened. 
Within 6 months I had a different role, they moved me up from my job.’ 
(Imtiaz) 
For many obtaining work, following a recommendation from someone in their 
social network, has led to a permanent job in which they are currently 
employed, including progression opportunities for some. For example, Fiaz, 
who found an opportunity where his manager was also a friend to his brother: 
the social network he used to initially get into his current job: 
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‘So in a way my manager at my previous store helped me and started 
stepping me up to run a shop on my own.’ (Fiaz) 
This was an interesting finding as Fiaz is working for one of the largest 
supermarkets chains in the UK. The details cannot be disclosed for reasons of 
confidentiality. 
Thaira also found her most current job via her sister in law: 
‘SR: So your most recent experience is working in Bradford? Your sister 
in law found you work at the College. How long have you been there for? 
TN30: I’ve been there for four years now.’ (Thaira) 
In terms of social networking for women, research (Takhar, 2006; Dale et al, 
2000) has identified many support avenues that have helped South Asian 
women over the last couple of decades in enhancing themselves towards 
career success and personal development. For example Takhar (2006) found 
that South Asian women can become empowered and develop social capital 
through access to resources within the community. Unlike these findings, in the 
current study female SAEMs have reported actively making personal efforts to 
increase their social capital through friends and colleagues rather than using 
such community resources. 
‘It’s (working life) also allowed me to open doors to socialising with 
different people’ (Shamim) 
Could this be an insight into the changes taken place in the lives of the Hybrid 
generation being explored within the current study? Takhar (2006) identifies that 
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a shift is occurring and urges that ‘social capital and other forms can only be 
built if South Asian women are placed in opposition to the victim status 
assigned to them’ (p.304). Possibly the current findings suggest the evolution of 
South Asian women such that they do not now have victim status. I identified 
ten women that have had limited opportunities and many struggles, yet who 
have managed to find themselves currently employed within a professional 
environment in the twenty-first Century West. Many of these women are also full 
time carers for their dependants (children, siblings, parents) and joint-
breadwinners at home, yet have demonstrated extensive skills enabling them to 
also take up multiple roles within the workplace, with positive life experiences, 
both at work and home, alongside an optimistic and confident outlook to the 
future. 
Another preferred informal method of job searching was temporary work via 
agencies. According to Frijters et al.’s (2005) study, all ethnic groups, apart from 
South Asians. were identified as relying upon agency work more than white UK 
Born Men. I found that there was a widespread agreement amongst South 
Asians that agencies are the best, if not only, route to employment. Therefore I 
question Frijters findings, in whether their restricted access to this group also 
limited the amount of information they were able to obtain. Examples have been 
taken from both Mahmood and Sophie which indicate the value they placed on 
agency work: 
‘Whoever you talk to they will say don’t bother going through job centre, 
you might as well go through an agency... Agencies were the best bet.’ 
(Mahmood) 
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‘Whilst I was at school I’ve worked in many places. I’ve worked with 
some agency work.’ (Sophie) 
Age has played a significant role in job searching via agencies. While few 
younger SAEMs, aged below mid-twenties, have at some point registered with 
an agency, this age group did not exclusively rely on this method of job 
searching. Older SAEMs in their mid to late twenties began their working lives 
by registering with an agency. Shy Wahid, asserts that he has not attempted 
much, in terms of job searching apart from applying to a few agencies: 
‘first full time job was through agency work.’ (Wahid) 
It seemed that Wahid’s family is important to him and his parents have an 
influence on his choice to work, although he has the option to choose where 
and what type of work. In saying this I mean that he was bought up with the 
thinking stream that he has to have a job when he is old enough to work, even if 
this is a part time job. In terms of his job searching I thought he seemed to be a 
little lazy as he has always worked temporarily: for example his most recent 
employment was for 1 year part time on a temporary contract. When this 
expired he found another temporary position in another department rather than 
seeking a full time option. However as I interviewed more SAEMs I realised that 
temporary work was common in his age group as a main method for job 
searching. Another was, seemingly immature Zahoor, who was reliant upon 
agency work: 
‘I was through the agency there and he got me on permanent’ (Zahoor) 
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Friendly, 28 year old Zahoor seemed a little immature for his age. After the 
initial introduction it was clear that he was ‘street-wise9’ and reminded me very 
much of Imtiaz who I introduced earlier. The difference was that Imtiaz seemed 
much more polite and considerate in comparison, whereas Zahoor used slang 
and was very casual in how he spoke to others, almost too relaxed. I thought 
Zahoor had an issue with trusting me at first as he asked me not to record; but a 
little later into the interview he was much more comfortable with me recording. 
Green et al. (2013) recently found from their case study data that although 
British workers prefer full time permanent work, there are an increasing number 
of British workers/job searchers pursuing temporary work. Taylor (2008) 
highlights that the use of agencies may increase during times of economic 
uncertainty as their working hours can easily be altered along with business 
needs as opposed to permanent employees. Ruhs and Anderson (2010) 
support this view and add that twenty five per cent of agency workers remain in 
the same job for more than a year, while more than half keep their temporary 
agency job for at least six months. 
Many older SAEMs spent their entire working lives relying on agencies as a 
sole method of job searching, commonly male BB SAEMs. 
[Q: Were they all [the jobs you had] through the agency?] ‘Yeah they 
were different agencies.. It depends, when they lay you off you move on 
to the next one.’ (Imtiaz) 
 ‘I’ve worked for a few but mainly they were agencies’. (Shazad) 
                                            
9 By ‘street-wise’, I mean an individual who has the knowledge and experiences required to deal 
with the possible issues that could arise when living in an urban environment. 
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There were no secrets in what an agency can offer and all SAEMs were aware 
that agencies only find temporary positions. In a passing statement Imtiaz 
showed recognition of this: 
‘Through an agency, a mate introduced me. I went to agency with him 
and signed up and got the job but it was temporary work.’ (Imtiaz) 
Imtiaz also identified the benefits of agency work, in terms of long term 
prospects if employed by an agency for longer than 3 months: 
‘When you sign up with an agency they give you a 13 week contract and 
if they keep you on after that then it’s your luck. Sometimes they might 
cancel your contract before 13 weeks depending if there’s work 
available.’ (Imtiaz)  
The option of having a temporary position seemed to be better, than having no 
job for some. Wahid describes benefits such as a short leaving notice when on 
a temporary contract: 
‘I’m still temp even though I’ve been there for one year. You have to wait 
for opportunities and apply for them fulltime. My contract keeps getting 
extended 3-6months at a time. I can still finish at any time with a weeks 
notice.’ (Wahid) 
Ruhs and Anderson (2010) propose that some workers prefer agency work in 
order to avoid the issues they could possibly face as permanent staff. In 
accordance with Green et al.’s (2013) study where individuals felt that agency 
work leads to better prospects, I found that many SAEMs recall turning to 
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agencies with hopes for better prospects. Wahid’s temporary contracts are now 
directly through the company, following his initial introduction by an agency. 
Others, for example Sophie and Zahoor, felt they could make their work 
permanent if they demonstrated commitment and good relationships with their 
temporary employer: 
‘Working there was back breaking but it was bringing money... I knew if I 
carried on working hard and they had permanent vacancies they would 
keep some of us longer and make us permanent.’ (Sophie) 
‘The manager was a Sikh guy who lived on my street and he became my 
best mate. I was through the agency there and he got me on permanent.’ 
(Zahoor) 
This ‘lad’, Zahoor, had much to talk about and was very judgemental about 
others. He did explain that he did not trust others much, which seemed common 
for those who I found were ‘streetwise’ such as Shahzad, Imtiaz and Naeem: 
half of the males I interviewed. Regardless of some of his ‘off-putting’ qualities, 
Zahoor did seem to make relationships with others at work quickly by finding a 
common ground, such as the manager identified above who lived local to him. 
Amongst the majority, Sophie and Wahid, deemed job security as important and 
viewed temporary work as a means to progress: 
‘I did want a secure job yeah, yeah I definitely did.’ (Sophie) 
‘I am hoping to try to get permanent work, work my way up.’ (Wahid) 
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For some, such as Sophie, who did not secure permanent employment via an 
agency there was soon a realisation of the insecurity that comes with this type 
of work. 
‘I did enjoy it but it was, it wasn’t secure, at all… You obviously wouldn’t 
know the following day if you still had a job at that same place. So I was 
shoved around a lot through the agency.’ (Sophie) 
So far discussions around informal job searching practices of SAEMs, as of 
their storied accounts, has painted a picture of mixed experiences compared to 
earlier experiences with PES. Past research (Green et al., 2013; Ruhs and 
Anderson, 2010; Taylor, 2008) indicates many benefits to employers when 
employing agency workers, especially during an economic downfall. 
For Shahzad, who was a manager, and responsible for hiring and firing staff, 
there was a sense of remorse towards temporary staff: 
‘Especially when you’ve got temporary people on, not permanent but 
temporary and you have to tell them that you have to let go when at the 
beginning you promised them, well not promised them but told them of 
the possibilities of going permanent and full time hours and 
everything‘ (Shahzad) 
This made me realise that as per the dis-benefits to many employees who lack 
job security in such roles, employers also have certain challenges to face when 
trying to maintain control over the period of employment for some occupations. 
Ruhs and Anderson (2010) mirror this finding in areas, such as social care 
where familiarity and trust, are key to the services being provided. In other 
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cases where work is seasonal or project based there is also a level of 
uncertainty for employers, as temporary employees do not have to provide a 
notice, as per permanent employees would be expected to. A few SAEMs, such 
as Wahid, did view this as an advantage when still seeking permanent work 
during their periods of temporary employment. 
2.2 Entering the labour market 
This section explores early experiences of obtaining work. Some BB SAEMs 
worked for family and friends, whilst others juggled ‘working off the books’ and 
agency. It has been difficult to locate literature that relates to current findings of 
‘working off the books’. In past literature it is recognised as informal working, 
thus focussing on employers and entrepreneurs, with little insight into the lives 
of their employees (Williams and Nadine, 2012; Ram et al., 2007; Williams, 
2009). Ram et al. (2007) recognise there is often a combination of reasons such 
as ethnic ties and lack of job choice for taking up such employment. Availability 
of such work is based on the active involvement of both firms and workers, 
alongside structural conditions. 
Working ‘off the books’ was common in the early working lives of SAEMs: 
 ‘5 days, 4 til 8 and we got paid £100 cash, no tax so it was off the books 
although that didn’t matter to us. We were still at school.’ (Sophie) 
This was often the route taken to support education, or while seeking 
permanent employment with better pay and conditions. 
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Williams and Nadine (2010) recently reported that ‘the informal economy today 
is read less as exploitative waged labour conducted under “sweatshop-like” 
conditions and more as a “hidden-enterprise culture”’ (p.364). Contrary to this 
the findings here reflect those of Ram et al. (2007) where poor working 
conditions were a common experience in informal jobs. Fiaz recalled money 
being his only motivation for taking up informal work: 
‘First it was at a restaurant. It was a hard job but I needed the money to 
carry on with my education plus it’s just one of those things that you need 
to do.’ (Fiaz) 
Williams and Nadine (2010) identify that in reality informal work consists of poor 
working conditions even today, being largely unregulated and commonly 
offering low wages. An account by Wahid, exemplifies such experiences: 
 ‘It didn’t bring much money in, about £25 the night. We started working 
at 4 and finished at 12 or 1 in the morning.’ (Wahid) 
Twenty-five year old Wahid appeared to be ‘camera shy’: he asked for his voice 
not to be recorded, even after I explained that I would be the only one to access 
the recordings, and will not transcribe any identifying information. At first I was 
unsure of his reasoning but as the interview progressed I put this down to his 
shy personality, as he maintained very little eye contact, if any, throughout the 
interview. He discussed his close bond with his parents and stated that it was 
important for him to please his parents. After hearing this I expected his 
experiences to mirror those of the females, in terms of the flexibility he had in 
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making his own choices. Latter parts of this chapter will shed light on these 
assumptions. 
Some took up such employment as an alternative to working through agencies 
where work was not always available - the lack of availability via formal search 
channels led Imtiaz to take up informal work in the poorest of conditions. 
‘I worked at the takeaways when there was no work at the agencies’ 
(Imtiaz) 
Imtiaz was a 27-year-old ‘fella’ who seemed to maintain a ‘bad boy’ image, and 
also is a little charming in his own boyish way. A polite individual: one of my 
most informal interviewees as he used slang language throughout the interview. 
He was ‘street-wise’ and was not ashamed of showing this side of himself in the 
formal environment of the university: he made this clear by apologising that he 
may not come across as professional as he would expect the people in the 
University environment to be. I adapted to his casual personality and took a 
rather informal approach by following his tone and language where possible to 
help him feel comfortable when discussing his life story. He was recommended 
by a friend, and did mention after the interview, that he was surprised I was able 
to ‘blend in’ with him in conversation as he expected me to be very formal. From 
very early on I recognised his honesty, and that he would not be shy to speak 
up, however that he would be careful not to offend. Also hard working: someone 
who will ‘graft’ to get to where he wants to be, rather than taking an easy route 
where available. 
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Others managed to find informal work via agencies. Here working conditions 
were still poor, however employer regulations were being followed, so SAEMs 
received a full pay packet that met minimum wage at the very least. Agency 
work was viewed as either, positive and enjoyable, or as a learning curve into 
working life: 
‘But one job I enjoyed was when I used to do sales. That was in 2004 I 
think. It was hard especially in the winter but then it was all right because 
you get to meet different people. Agencies were ok for that, I hate staying 
in one place.’ (Shahzad) 
‘You would meet people you know, you would make friends, I did enjoy it 
but it was, it wasn’t secure, at all.’ (Sophie) 
During an economic crisis where little work is available, many find themselves in 
vulnerable positions when seeking employment. Both male and female SAEMs 
were victims of illegitimate employment of some nature other than ‘working off 
the books’. Lets explore some examples of each. 
Some females were victims of illegitimate employers seeking to take on young 
people, and then laying them off without paying wages. One example is 
Humma, the shy and sensitive female introduced earlier, who was laid off after 
her initial ‘unpaid training period’: 
‘He answered the phone and he said to me ‘I’m going away abroad I 
don’t know when I’ll be back so till then I won’t need you, when I come 
back I will ring you’. And then he put it down and I was so upset’ 
(Hummah) 
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This experience was upsetting for Humma in many ways. She had spent two 
weeks working full time for someone without pay, thus will now need to think of 
how she will explain to her family that her employer had taken advantage of her 
naïve nature. 
Sophie’s experience was somewhat different in that she did get paid, but her 
employer paid her with false notes: 
‘It lasted 3 weeks and one time they gave us fake notes.’ (Sophie) 
Although now in professional roles, many of the males found themselves 
working illegitimately during periods of unemployment as a means to earn a 
living. They all recognised this work was illegitimate and were keen to find 
better prospects but until then they felt this was the only option. 
‘I could do it now if I wanted to. Trouble is you have to always watch your 
back and it wasn’t my game, I did it for a bit but that’s because I had 
financial problems. After I got back onto my feet again I took up 
employment where I am now and I’ve been there ever since for 5 years 
now.’ (Imtiaz) 
‘Money is a motivation to be at work but as long as something’s coming 
in eh.’ (Shahzad) 
Gaetz and O’Grady (2002) report on how homeless people make money. They 
find that informal criminal activities are often the only option for individuals that 
are left vulnerable with no other means of income. While this (homelessness) 
does not reflect the population of the current study it does reflect their reasons 
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for seeking employment via illegal means on the street. The authors highlight 
that work on the street, reflects both the background of the workers and their 
job/situational conditions. In another in depth study Ruggiero and Khan (2006) 
found ‘that drug dealing networks are often organized along lines of kinship and 
ethnic identity’ (p.473). This made me wonder whether the social networks of 
the male SAEMs identified here were key to them finding illegal work as a 
means to earn a living. The authors highlight that the South Asians reported 
within their study did not revert to dealing drugs to feed their own habit, but 
instead use this as a means to earn a living; ‘general frustration and financial 
difficulties were singled out as the main motivators’ (p.477). I found this to be 
true for my participants but was asked not to document statements in my 
analysis. 
Mirroring the findings of past research, poor work experiences resulted from 
difficult financial circumstances and a lack of job availability. However, I 
discovered that these individuals have moved on to demonstrate competence in 
their current roles at work: 
‘she [the manager] kind of made me her complaints champion. Which 
meant if someone wanted to speak to a manager, they would say okay 
it’s a 48-hour turnaround for a manager to call you back? She would give 
me the complaint, I’d investigate and look into the issue, then call them 
back and say look I’m the complaints advisor, I’m not the manager, are 
you happy to speak to me? 99% of customers would say yeah and then 
I’ll basically to try and resolve the complaint without her having the need 
to do anything.’ (Sophie) 
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Examples of Male SAEMs demonstrating competency includes individuals, such 
as Fiaz, who had no post college/school education or skilled work experience 
prior to his current role and has progressed to a higher responsibility role: 
‘I started off as a Checkout Assistant, it took me two years to know about 
the company. I started running shift on my own and had people working 
under me that I had to manage and then slowly I started moving up after 
that. Then I moved stores from Leeds to Bradford and since I’ve been in 
Bradford they gave me that position as a team leader.’ (Fiaz) 
After initially taking up illegal work as a means to earn a living, Shahzad also 
demonstrated competency, by moving up quickly from stacking shelves to 
managing a store on his own: 
‘I moved up quick, I moved up in 4 years to manager.. The warehouse 
supervisor they give me themselves, well they offered me it and I said I’ll 
take it.. From there I went to shop floor manager, You have a shop floor 
supervisor but I went straight to shop floor manager. [Next] Assistant 
manager.. there was a vacancy there while she was there so I applied for 
it and got it.. [There] was the managers job, which I applied for in the 
same store where I was but because they wanted somebody else in 
there and they had a new store opening up they offered me obviously to 
go to the new store and open that one.‘ (Shahzad) 
Many of the SAEMs identified here work in diverse environments amongst the 
presence of other ethnic minorities and non-ethnic minorities. One particular 
individual whom did not work in a diverse environment as such struggled to 
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progress although he consistently exceeded regional targets and was extremely 
keen to progress. Naeem was the youngest employee where he worked and 
had to always be two steps ahead of himself to prove his abilities to others, and 
build confidence within himself: 
‘I wanted to prove myself... Our league table consist of 17 branches: all 
the advisors within that role would be put into a league. It was my first full 
quarter I finished second I think. In the second quarter I finished top, 3rd 
and 4th quarters I also finished top. I wouldn’t finish top by just a small 
amount, I would literally like about 250% 300% to target so providing I 
haven’t been given training it give me confidence to say yes I am good at 
the job’. (Naeem) 
Later in his interview Naeem, the only employee in this branch from an ethnic 
minority background, describes how others undermined his experiences and 
understanding of his job role due to his race. I question whether this was a case 
of racism or down to lack of experience on his part. Naeem has now moved, 
with a closet full of enthusiasm and motivation, to another branch where there 
are other ethnic minorities. Since his move, a year after this interview, Naeem 
has been promoted twice and is now working as a business manager. 
In this section I highlighted the difficulties in entering employment for all BB 
SAEMs, with many facing poor working conditions and low pay packets, 
however there were some variations in the experiences of females compared to 
males. Females did not find themselves working in takeaways and restaurants 
whereas males found themselves often taking up unskilled labour for family or 
friends. 
 122 
Unlike my findings, previous literature indicates many females reverting to 
illegal work and theft in times of financial difficulty (Roberts et al., 2010; Lee et 
al., 2010), with prostitution becoming increasing common for young people 
currently entering employment. This is contrary to the current findings where the 
women were instead employed in less risky work but were faced with illegal 
employers who were not serious about paying them. Females were often 
victims of illegitimate employers, in many cases where the employers were 
South Asian male, whereas males knowingly took up illegal forms of 
employment as a means to bring in a financial income. All SAEMs in this study 
are now employed and have demonstrated competency working with large 
renowned organisations. Male SAEMs have shown remorse for previous illegal 
work and felt their financial circumstances led them to revert to this kind of work. 
Conclusions 
Having considered the broad theme of ‘Careers’, we have found that SAEMs 
have a number of common experiences of education, job searching and 
employment. The first sub-theme ‘Direction and Aspirations’ was divided into 
two parts. The former discussed career aspirations that SAEMs had when 
growing up. The next section in this sub-theme explored parental influences in 
seeking work within ‘respectable careers’. 
At this point in the analysis and discussions I found that a small amount of 
previous literature on British Born South Asian Ethnic Minorities mirrors some of 
this study’s findings, such as: SAEMs indicating a lack of confidence in their 
academic abilities which may have been affected by their experiences at school 
(Crozier et al., 2008). Yet expectations of the benefits of higher education were 
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evident here, in line with the findings of Conner et al. (2004). Additionally others 
(Reay et al., 2001; Conner et al., 2004; Battu and Zenou, 2009; Ball et al., 2002; 
and Reay et al. 2005) identified social class as a barrier for many: participants 
in this study are all from working class families so class may be a factor. These 
expectations of education and working prospects may be a motivational driver 
for many BB SAEMs who still aspire to achieve higher in their current roles or 
beyond. 
Contrary to previous research, where Lightbody et al. (1997) homogenised all 
BB SAEMs by suggesting that both male and female SAEMs are expected to 
find work within ‘respected’ professions, the current analysis found variations 
amongst gender and parental involvement in future career choices. There was 
an obvious lack of support by families for some females towards certain career 
paths, whereas males faced no discouragement towards any career path. 
Further to this the current analysis demonstrated subtle rebellion towards 
certain cultural practices by females, such as being expected to stay at home 
when not occupied by work or education. Instead of using education and good 
career prospects as a bargaining technique to gain other privileges, as per the 
findings of Lightbody et al. (1997), they manipulated the need to search for a job 
as their method of gaining other privileges. Finally opposing findings to Norris 
(2011) were evident here as SAEMs had a wider awareness of available 
opportunities and aspired towards these rather than just focussing on ‘visible’ 
jobs. A majority of SAEMs left school at a young age and were unsure on the 
steps to take to get them into work, with some reverting to job seekers 
allowance for long periods of time after leaving school in hope to find 
employment. 
 124 
These accounts illuminate how class influences the aspirations, working lives 
and career achievements of BB SAEMs. It can be said that financial 
circumstances combined with limited support from employers, towards 
enhancing formal qualifications, inhibits career development: there is a belief 
that studying and working are both contradictory roles and cannot be 
experienced alongside one another. This is seen also in other research (Reay 
et al., 2001; Conner et al., 2004; Battu and Zenou, 2009; Ball et al., 2002; Reay 
et al., 2005) that highlights class as well, as race and ethnicity, in the barriers 
faced by ethnic minorities. These include: a lack of support, to the point of 
hostility, while at school, a need to work preventing them completing their 
education, or limited options available at the schools they attended. 
The next sub theme within ‘Careers’: ‘Advancement’ was also divided into two 
parts. The first section on ‘experiences of job searching’, discussed the 
methods employed by BB SAEMs to search for work, often informally, via 
networks. The second discussed early experiences of entering the labour 
market and facing illegal work.  
In terms of agency work as a main preference/option there was an indication 
that older SAEMs relied heavily on agency work, with only one younger 
individual commenting on advice taken by family and friends: that agency work 
was the best means into employment. It is unclear why this, now older, age 
group heavily relied on agency work. There is little support from past literature 
on understanding these findings, however some researchers have questioned 
past literature reporting varied statistics on agency work (Forde and Slater, 
2005; TUC, 2003) and the experiences of individuals seeking work via such 
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avenues. For example Forde and Slater (2005) notice the lack of consensus on 
the impact of agency work on pay, as well as contrasting reports of the extent to 
which agency work functions as a means into permanent employment. This 
therefore also forces us to the question of reliability and validity of past research 
on formal methods. 
Are past literatures on PES and their role towards job seekers useful for 
understanding the notion of job searching via formal means? Frijters et al. 
(2005) identifies optimistic statistics of job searching for British Born ethnic 
minority men, by analysing data taken from the quarterly labour force survey in 
the UK. They report that over a quarter of British Born ethnic minority men 
found work through job centres, with direct applications to employers being 
more successful for this group compared to British Born white Males. Overall 
38.7% of all individuals were recorded to have found their job roles via job 
centre, agencies and other means. These statistics are much higher than those 
identified by Pellizzari (2004), in the previous year, where The European 
Community Household Panel Survey data was analysed. The findings of this 
survey identified that only 22% of all individuals surveyed in the UK obtained 
their roles via these methods. It is unclear whether past research can be relied 
upon, due to inconsistent statistics being reported, to help understand the 
experiences of individuals seeking employment over the last decade. However 
the findings of the current research clearly indicate significant difficulties in 
using formal methods of job searching, with informal methods being more 
effective and preferred by all SAEMs. 
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Another common informal method of job searching was found to be via social 
networks. This was the most effective method in gaining permanent 
employment with progression opportunities towards higher skilled/responsibility 
roles. In many cases these social networks were other family members, with a 
few individuals demonstrating networking skills that supported their job search. 
Green et al. (2013) report that word of mouth is a key method for employers 
when filling low skilled jobs, as employers prefer low cost recruitment for such 
roles. While the majority of SAEMs were initially employed into low skilled jobs 
(with a few exceptions) when recommended by family or friends, the opportunity 
for progression was also prevalent with such means of employment. Green et 
al. (2013) also compare natives with migrants, suggesting that natives were 
‘tepid’ with their networking skills compared to migrants. British workers have 
been described as reactive in terms of job seeking with migrants being 
proactive in comparison. 
At this early stage it is not possible to say for sure whether the SAEMs being 
interviewed were either reactive or proactive in their job seeking methods, 
however from the discussion, thus far, it is evident that there are variations. 
There is an indication of SAEMs being reactive where they were in need of a 
job to earn a living, but this is not to say that they would not have been 
proactive had that ‘need’ for work not been there. This lack of clarity is down to 
a strong pattern being evident of proactive SAEMs, who clearly did not have a 
need to work, but were still seeking employment. While they do not demonstrate 
active networking for the purpose of job seeking, all SAEMs do indicate support 
 127 
from social networks to help them enter work at various stages during their 
working lives. 
This theme of ‘Careers’ has delved into the experiences education and job 
searching for BB SAEMs. In terms of ‘Aspirations and Direction’ there were 
some similarities with past research, however there were also differences found 
in this study, to past research. When discussing ‘Advancement’, the findings in 
this chapter reflected the use of PES and agency work, with many opting to use 
the opportunities provided via social networks. In any case it was found that 
agencies and social networks were much more supportive than job centre, with 
applying directly to employers being the least supportive method of getting into 
work. Having explored the Careers of SAEMs, the following Chapter will aim to 
understand the cultural identities found within this British born generation of 
South Asian Ethnic Minorities having had an ‘East meets West’ cultural 
upbringing. 
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CHAPTER 4: Hybridity 
The previous chapter explored the theme of ‘careers’ to understand the 
educational and working lives of British Born South Asian Ethnic Minorities 
(SAEMs). This chapter analyses the next theme that emerged from the data 
analysis: ‘Hybridity’. The term ‘Hybridity’ is used here to signify variations in 
Cultural Hybrid forms of the self. Cultural Hybrid forms owe to the identities of 
SAEMs, thus the term ‘Hybridity’ stems from ‘hybrid’ and ‘identity’. Here, 
Hybridity focuses on individuals who have experienced a ‘East meets West’ 
cultural upbringing: SAEMs born and bred in the West with parents who spent 
the majority of their early lives in the East. 
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1. Introduction 
I have developed a framework (figure 1) to illustrate the four inter-related Hybrid 
forms: Dominant South Asian; Dominant British; Adaptive; and Amalgamated. 
These forms fit into two sub-themes: Divergent Hybrids and Emergent Hybrids. 
This chapter goes beyond studies that attempt to homogenise SAEMs – 
second-generation BB SAEMs are heterogeneous rather than homogeneous. 
The four ‘ideal’ Cultural Hybrid forms presented here are neither rigid nor static. 
In order to explain them a focus will be maintained on individuals who personify 
each cultural form. The discussion focuses first on ‘Divergent Hybrids’. 
Figure 1: Hybridity Framework  
 
 
 
  
 Divergent 
 Emergent 
Dominant 
South Asian 
• Inclined towards 
'Parental Culture' with 
some British cultural 
values. 
Dominant 
British 
• Inclined towards British 
culture with some 
'parental cultural' 
values. 
Adaptive 
• Moves between both 
British and South Asian 
cultures in order to 
adapt to various 
people, contexts, 
environments and 
circumstances. 
Amalgamate 
• Both the South Asian and 
British cultural values are 
almalgamated with little 
distinction between the 
two when in different 
contexts, giving 
something totally new. 
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2. Divergent Hybrids 
The first sub-theme, ‘Divergent Hybrids’, reflects two cultures in different ways: 
either Dominant Ancestral or Dominant Lived. ‘Ancestral’ refers to the culture 
that has been carried on by ones lineage. Individuals who have not been born 
and raised in the same society as their ancestors are usually exposed to this 
culture second hand. ‘Lived’ refers to the society in which an individual has 
spent the majority of her/his life growing up. This is the society in which they 
were born, raised, and educated. A Divergent Hybrids’ cultural self is dominated 
by one of these two cultures that they have grown up to know. In the current 
context the Ancestral culture is ‘South Asian’ and the Lived culture is ‘British’. 
A Dominant South Asian Hybrid (DSH) holds values close to their South Asian 
or ‘parental culture’. ‘Parental culture’ refers to traditional South Asian cultural 
values that first and 1.5 generation South Asian Ethnic minorities pass on to 
their descendants. At the time of interviews, almost a third of SAEMs 
interviewed fitted into this category, and the majority were male. However, given 
the small numbers I do not wish to generalise from this study across the BB 
SAEM community – the figures are given purely for contextual information. 
A Dominant British Hybrid (DBH) holds Western values close to their British 
culture. While many SAEMs in this category attempt to maintain parts of their 
parental culture, a small minority completely reject it. This was found to be the 
smallest group of Cultural Hybrid Forms, thus the least common Hybrid form 
identified within this research. 
It is important to note that having a Dominant Hybrid form does not suggest a 
resemblance in experiences. Instead interviewee accounts are used to 
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demonstrate the divergent ways in which people, who come from what seems 
to be a homogenous culture, are influenced by that culture in a variety of ways. 
2.1 Dominant South Asian Self 
Dominant South Asian Hybrid (DSH) refers to a form of the self that appears out 
of the Domination of South Asian values with some Western values at play. This 
is the most vague form of the Hybrid in the West, and is exemplified by 
Shamim. Discussions of parental culture and influence emerged when exploring 
the lives of DSHs. This influence varies with each individual and may include 
South Asian cultural values passed on from parents or visits to parents’ home 
country. The analysis to follow will create an informed understanding of at least 
two variations of DSHs.  
In his definition of ethnicity, Schermerhorn (1978:12) explained that having ‘real 
or putative common ancestry, memories of a shared historical past and cultural 
focus on one or more symbolic elements’ (where tribal attachments is one of a 
few examples of ‘symbolic elements’) provides ethnic minorities with an 
essence of peoplehood. Immigrant ethnic minority parents will have these 
shared experiences, but their children will learn this second hand from parents 
and visits abroad. Such visits have symbolic and practical significances in 
maintaining transnational kinships (Mason, 2004). The current findings mirrored 
some past research (Mason, 2004), in that BB SAEMs were encouraged by 
parents to spend significant periods of time in either Pakistan or Bangladesh, 
although many participants regarded these periods as holidays. 
There was an absence of discussion around religious teachings amongst 
DSH’s. This was significant because they were the only individuals that did not 
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mention their Islamic teachings. From personal experience of knowing some of 
their backgrounds I know that they did attend Masjid. All other individuals said 
that they attended two types of school rather than just one. They attended 
Islamic school for 1-2 hours every weekday evening after regular schooling. 
They received Islamic teachings for an hour and often Urdu language classes 
with some cultural teachings for the second hour. Similar to Jacob and Kalter’s 
(2013) findings I am unable to establish a relationship between religious 
teachings as a child and DSH adults. I therefore suggest that these individuals 
feel their religious beliefs/teachings are obvious and do not need clarification of 
any sort, so they do not discuss them. 
In adulthood South Asian parents continue to influence the lives of their 
offspring for years. An understanding of the South Asian culture is required to 
appreciate this practice. The early experiences of immigrant parents are of 
relevance here, in influencing their children’s future. Many migrant ethnic 
minority workers faced discriminatory treatment when they first entered 
unskilled employment in the UK (Connell and Burgess, 2009; Lee, 1999), and 
employers failed to recognise the qualifications immigrants brought with them 
(Psoinos, 2007). As cited in the literature review, Fakoussa and Collins (2011) 
found that immigrant entrepreneurs urged their children to gain a higher 
education in order to equip them with a professional career. This was an 
alternative to getting involved in the family business, and thus they hoped their 
children would avoid the problems they had faced. 
On the other hand, when exploring parental involvement in their children’s 
education, Crozier and Davies (2007) found that although teachers were 
complaining of the lack of involvement from South Asian parents, the issue at 
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hand was in fact that the parents knew little about their children’s education 
system. There was a lack of support by schools for parents to be more involved 
in their children’s schooling, in that schools themselves were deemed inhibiters 
for certain parents. DSHs did not receive any extra support from parents 
towards school but were always expected to attend school, for some this was 
an unspoken encouragement. 
Shamim, a 36-year-old determined mum of three is a traditionally dressed 
Bengali female. She is married, a social worker, and has balanced home and 
work life successfully over the years. When I met her she was wearing a 
headscarf, with a South Asian dress, and greeted me with a welcoming smile. 
Her spotless home, without an item out of place, tied in well with her image as a 
part-time homemaker. Although there is a tendency towards her ‘parental 
culture’, Shamim’s dual role as a homemaker and social worker does not mirror 
the traditional South Asian cultural values. Instead this is an example of how 
she has also adopted values from her British culture, different from her parents. 
This distinction is important, because although DSHs may seem to conform to 
their parents’ culture, they have developed aspects of the British culture into 
their sense of self. 
Berthoud (2000) reports that in terms of family life following marriage, an 
obvious majority of women looked after their home and family on a full-time 
basis rather than taking up paid employment, but he later states that the 
traditions he identified were becoming increasingly less common ‘among the 
growing number of women who are obtaining good educational qualifications’ 
(p.2). Berthoud failed to comment on the contradictions between his findings of 
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the ‘traditional’ SAEM ‘housewife’ and the encouragement of daughters to gain 
educational qualifications.   
Shamim’s first experience abroad was when she spent 9 months in Bangladesh 
as a baby. She does not remember this first trip, but her next visit to 
Bangladesh was at age 17 when she went to get married: 
‘I got married in September and I came back in December’ (Shamim) 
Shamim spent 4 months abroad on this second trip, which impacted her 
educational life. She was content with her parents’ choice of husband, but felt 
she had missed out on opportunities at school. She was a bright student but 
missed out on her preferred A level subjects: 
‘Because I came back late I couldn’t continue with the English or history 
so I was already struggling with history so I was going to do the AS so 
rather than doing both European and British I was just going to focus on 
one. But that didn’t happen so I continued to do the communication 
studies.’ (Shamim) 
Shamim had made an interesting choice of subjects considering her current 
Dominant South Asian position: another example of Shamim’s British identity 
that still prevails, although she prefers her South Asian values. Taking time off 
school affected Shamim’s grades: 
‘I did not do very well because if you’re not sat in the lessons, reading off 
somebody else’s notes’ isn’t that good so yeah I didn’t do that well.’ 
(Shamim) 
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Peer support was not sufficient for Shamim, and there was little indication that 
she received additional support by her teachers following her lengthy visit 
abroad. Neither was there any explicit encouragement by family, except to 
attend school: 
 ‘I remember going up a hill in the rain, a day like today to school, being 
dragged up the hill because I had to go to school.’ (Shamim) 
To Shamim’s parents attending school was compulsory. To her this was an 
implicit encouragement, in that her parents understood the significance of not 
missing school: 
‘I wasn’t pushed, like we push our children and I wasn’t discouraged so I 
suppose in a way that was just as good as being encouraged.’ (Shamim) 
This contradicts the time she was expected to take away from studies when she 
went to Pakistan to marry. 
Shamim’s experiences with her own children are different to those with her 
parents, in that she influences her children much more than her parents did, 
towards education. In contrast to her experiences at school, Shamim received 
much more support from her parents when entering employment: 
‘I was receptionist at doctor’s surgery. My dad helped, he asked and got 
me the job.’ (Shamim) 
Shamim soon left this job for better prospects, also recommended by family. For 
Shamim, working was initially a means to bring her husband over from 
Bangladesh. The previous section on ‘Careers’ included discussion of social 
networks, and family connections, that generally play a huge part within the 
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South Asian culture. Some of these findings will also surface in discussions to 
follow. Thus the role of parents and extended family continues until adulthood. It 
often becomes much more explicit in later stages of life where first and 1.5 
generation family members are better positioned to provide support following 
their own past experiences as migrant workers. 
Distinctions between Shamim’s work and home values arose in discussion:  
‘Because of my values and the ways of living at home I can’t impose that 
at work. Obviously whatever views and opinions I have I can’t enforce 
that. I have to go with the fact that that’s their choice that’s their value’ 
(Shamim) 
Note here how Shamim has been influenced highly by South Asian cultural 
values and they are part of her everyday life and sense of who she is, but she 
also understands the importance of not imposing such values in a professional 
capacity. That is, she draws a sharp distinction between home and work. 
Shamim’s South Asian cultural values therefore bare most significance in her 
personal life. The responsibility of her children lies with Shamim with no mention 
of her husband helping with household chores or childcare. I thought it would 
not be appropriate to ask directly about her personal circumstances. I wanted to 
show some respect for her life choices, and did not want to come across as 
being judgemental. I decided that probing her more on her cultural values and 
their impact at work might be a better way to find out, so I asked: 
SR: What about your values at home? You mentioned something about being a 
hard worker in regards to making sure you get your work done? 
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‘When you’ve got children you make sure you’ve got certain routines in 
place and things like that and because I’ve always worked from all my 
children being born I’ve always worked I have to make sure all the things 
are done because at the end of the day I don’t have the time. It’s only 
now that I’m working part time. Like the cleaning needed to be done at a 
certain time because otherwise I haven’t got the time after that and with 
children. I’ve been married from the age of 17 and my eldest daughter 
was born when I was 21 so from a very young age I have had to do 
those things. Juggle work and manage a home life, you find a way don’t 
you.’ (Shamim) 
Shamim’s responsibilities included managing home life as well as working life. 
Her husband works full time and being the breadwinner is his primary role. 
Shamim, like many female SAEMs, felt that having a job, even with a partner 
who works full time, supports better living conditions: 
‘It has improved in the sense the quality of life to some extent, because 
I’ve got that bit of extra spending money that I wouldn’t have if my 
husband was the only one working.’ (Shamim) 
Shamim explained that one person’s wage is only enough to get you by in 
current times and does not provide additional luxuries. Therefore she chose to 
continue work, although initially it was to support her husbands’ visa. Her dual 
life was exhausting so Shamim switched to part time working to overcome the 
demands of her busy life: 
‘I then, after about 3-4 years into the job wanted to change and I think I 
also wanted part time because it was quite exhausting. I had two children 
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so I was struggling as it was getting exhausting to the extent where I 
wanted to come home and just sleep and my weekends were basically 
just get on with the housework.’ (Shamim) 
Full-time work was a struggle for Shamim, so part-time work was a better 
alternative: she was able to manage her home life and benefit from a second 
income. For Shamim, working life came with the opportunity to build social 
relationships and extend her small social circle: 
‘It’s [work has] also allowed me to open doors to socialising with different 
people because unless you socialise with your family it’s not the same is 
it’. (Shamim) 
Shamim mentions socialising with family as if it is her only social circle apart 
from work colleagues. In the previous chapter, ‘Careers’, I found that work was 
often a privilege for females: providing them a reason to spend time outside the 
home. Expectations of staying at home restrict some female SAEMs from 
making friends or creating social relationships. But, for some that do work, such 
as Shamim, the wider social circle provided by work is also restricted by 
religious and cultural values. Ritual drinking in social events is a means to social 
exclusion for Shamim. Shamim avoids large events for this reason: 
 ‘I suppose religion does play a part, or it’s quite late so culture plays a 
part. I mean I do go out when there is leaving do’s or something because 
it’s a smaller setting.’ (Shamim) 
This was the only mention of religion by Shamim. She did not explain why 
religion, or culture, plays a part. Was there an unspoken expectation that I 
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already know because I am Muslim and South Asian too? Islam does not permit 
the consumption of alcohol, and it is not a ‘norm’ in the South Asian community 
for South Asian females to be out late. 
The limited choice of location for Christmas celebrations was not always within 
Shamim comfort zone: 
‘I’ve been to leaving do’s or we might go out for a meal or something like 
that. I don’t tend to do the Christmas do’s. Sometimes they would go, it 
would be like a meal out and some of them might go to night clubs and 
it’s not my scene at the end of the day.’ (Shamim) 
In view of cultural and religious reasoning, location choices for specific 
celebrations lead to SAEMs like Shamim feeling excluded. Shamim felt that she 
can still create positive relationships at work through other celebrative events 
such as Eid. However, only three people turned up: 
‘Like recently we did arrange to go out for Eid but there was only 3 of us 
that turned up so, but we did go out for a meal.’ (Shamim) 
Shamim’s disappointment was apparent during this discussion. She was the 
only DSH female, however all female SAEMs recognised the importance of 
creating social relationships at work. Nevertheless, there were evident 
differences in the ways they went about this: one way of distinguishing between 
Cultural Hybrid forms. 
Exploring how Dominant South Asian males’ view certain cultural practices, 
both from the East and the West, will be insightful, in that their traditional 
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attitudes will provide some understanding of the experiences that females such 
as Shamim describe.  
Asim, a 25-year-old young man that I met at University some 8 years before the 
interview, has always come across as family oriented. He is talkative, yet very 
private at the same time. He does not have a partner or children and during the 
interview focused on his working life. Asim was also the only DSH interviewee 
who had completed his education. He achieved a first class Bachelors’ degree 
in civil engineering after which he was awarded a scholarship to complete his 
masters at the same university. He is currently a Civil Engineer and while home 
is in Bradford, he works in various locations around the country. 
During Asim’s early education he valued the South Asian culture and explained 
why Urdu was an important language for SAEMs to learn at a young age: 
‘In Pakistan we live in a village near Punjab but some of our family 
members have moved to live in the City.’ (Asim) 
Those holding South Asian values prefer to learn Urdu as a second language at 
school. Take Asim as an exemplar: he expects that knowing Urdu will support 
any future visits to Pakistan, Urdu being the main language spoken in major 
cities where his extended family has moved. 
The mother tongue of many of the Pakistani SAEMs that live in Yorkshire has 
been identified as a middle language between Urdu and Punjabi (considered as 
the main language spoken in rural areas). Although many South Asians are 
unaware, this informal dialect: Pahari, derives from Buddhists who had a main 
preaching centre in Jammu and Kashmir during the rise of Buddhism. When 
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searching for a language other than Sanskrit (which was considered the 
language of practising Hindu’s) Buddhists developed Pahari, a language only 
used amongst Buddhists within this one state. With the fall of Buddhism in 
Jammu and Kashmir there was no one to promote this language therefore it 
remained an informal dialect passed on through generations who reside in the 
surrounding territories of Jammu and Kashmir. SAEMs believe this to be an 
informal dialect, therefore often learn Urdu as an extra language, which can be 
useful when visiting Pakistan. 
From my experiences of knowing Asim previously, I found that he believes 
strongly in what I have described as the traditional values held by Shamim: that 
a woman’s primary role is to maintain the home and children. At university I 
learnt that Asim was close to his mum and he explicitly said that he would have 
an arranged marriage. He felt this was the best way for him to keep his parents 
happy, being the eldest of three sons. Having had no sisters it was important for 
Asim to find a bride that would be a helping hand for his mum. Despite his 
reasons for an arranged marriage Asim was still open to the idea of marrying a 
career woman, but with strong family values. 
In the time since the interview I have met Asim for a meal and catch-up. In our 
discussions I learnt that his family is currently searching for a partner for him. 
One of the candidates was a South Asian doctor, but he decided she would not 
make a good wife because she was ‘too modern’ for his family, for example she 
went for an outdoor run in the morning. For Asim females should maintain 
certain modest values and taking a run outdoors is not a desirable hobby for a 
woman to have. 
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Asim had a similar outlook to Shamim in terms of social events outside work. 
He felt that the choice of location was restricting. In his first job he avoided work 
celebrations where alcohol was consumed: 
‘They were always organising it in a place where there is alcohol being 
served, or a bar or a club and I wasn’t really interested in that. I mean 
they never really organised it in a restaurant and I wasn’t really keen on 
going because I don’t drink alcohol. I thought it was organised between 
the managers but it wasn’t really discussed widely amongst the 
colleagues.’ (Asim) 
This issue was most apparent when working with a majority of non-ethnic 
minority colleagues, as BB SAEMs felt out-voted. Naeem tells us more about 
this: 
‘When we have our staff meals and stuff, evening meals after work it 
would always be, the first choices would always be a night out at a bar or 
a restaurant what sells alcohol, yet they know clearly that myself and 
Naila don’t drink alcohol, so we never get asked where would you like to 
go.’ (Naeem) 
Both Asim and Naeem identified that the locations selected were limited, but 
they also felt they were not provided alternative options. However, another 
DSH, Wahid, did attend Christmas celebrations, however, like Shamim he was 
disappointed that there was no option to use the allowance given by his 
employer towards Eid: 
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‘I do go to Christmas do’s and we get an allowance per head, but it’s not 
like I can say I would like my allowance given to me so I can use it on a 
meal that some of the Asian team members might arrange for Eid. I 
wouldn’t mind doing that when the rest of the team want to go 
somewhere that I’m not comfortable going to.’ (Wahid) 
Wahid was obligated to attend team events, although at times it was outside his 
comfort zone. Compare this to Shamim’s experience. Shamim arranged to 
attend an Eid celebration but only two other colleagues turned up. The 
experience of these interviewees is that there is little promotion of other 
religious celebrations within their workplaces. In Bradford where diversity is 
encouraged so widely it was surprising that there is no encouragement to 
observe other religious celebrations for these SAEMs. Nonetheless my own 
experiences are different. Having worked in a University I have been involved in 
various religious celebrations, Eid being one of them. Having little time to 
involve all colleagues in an external event such as a meal in a restaurant, we 
have found an alternative to encourage involvement of all colleagues, such as 
bringing a dish for lunch in the staff room. Such events have been successful 
and upheld through mutual efforts of all staff. At first I wondered whether there 
is a difference between the private and public sectors, but Shamim works in the 
public sector whereas the other SAEMs mentioned have only worked in the 
private sector. Upon reflection, an Amalgamated SAEM, that I will introduce 
later, has not mentioned such issues in her current workplace, which is also 
within the higher education sector. Therefore I assume that organisational 
culture may have a role to play in such differences in experience. 
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Asim is the only SAEM that experienced celebrations arranged in venues where 
he perceived little promotion of the British drink culture: a bowling alley:  
‘I had a Christmas do that I went to and it was just a simple work do at a 
bowling alley having a meal and the three people that I did know at the 
time I had a conversation with but the rest of the evening I was stood in a 
corner essentially with a glass of coke in my hand. The few people I tried 
to make a conversation with were ok but they were quite brief. Nobody 
came up to me and tried to start a conversation or ask about what I do 
for the company so yeah that was quite hard.’ (Asim) 
However, being the only ethnic minority, Asim felt excluded when he did attend. 
Asim was the only DSH who had this experience, but he is also the only ethnic 
minority amongst his colleagues. 
Similar to Shamim’s experience, Asim tried to build friendly relationships in 
social events but his experiences were otherwise: 
‘I didn’t find it easy to make friends. Even when I was at the meal I spoke 
to a few people that I knew but it has been difficult in my Company to 
make friends and I don’t know what that is, I don’t know if it’s because 
I’m young, or because I’m Asian.’ (Asim) 
Civil Engineering, like other male dominated industries in the west, is a typical 
arena for middle class Caucasian males. For ethnic minorities, and women 
alike, it is often difficult to break the barriers to enter such industries, currently 
recognised to be Science, Technology, Engineering and Math (STEM). Ethnic 
minorities make up twenty four per cent of degree qualifiers, but only six per 
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cent of employees in engineering jobs are from ethnic minority communities 
(Engineering for Growth, 2014). 
Asim put his difficulties down to the industry in which he works, rather different 
to the retail environment that he worked in previously: 
‘A lot of people in the industry [civil engineering] are quite difficult 
towards Asians. They look at you as if you don’t know what you’re talking 
about, as if you don’t belong there, I don’t know. Some guys are really 
difficult to work with. With each other they’re all right, they’re having a 
natter and talking about nights out but with me they’ve always had a 
different relationships. It’s been very difficult with [current employer] at 
the moment, I’ve not made any work friends.’ (Asim) 
As the only ethnic minority in his workplace, Asim has struggled significantly not 
having others to share his experiences with. In later discussions we will explore 
how an Emergent Hybrid survives in a similar environment: the only female and 
a SAEM working in Construction within the higher education sector. 
Shazad was another DSH who shared some of Shamim’s and Asim’s 
experiences, yet his role at work differed significantly. Like Shamim he had no 
issues with his work colleagues and formed good relationships at work. 
However, being a store manager, 28-year-old Shahzad, did not think it was 
important to spend time with his team outside work. He was the only individual 
who explicitly expressed his preference to keep his social life separate from 
work, as per his family life. Another private individual, like Asim and Shamim, he 
did not dwell on his thoughts and feelings of home life and cultural practices. 
The drink culture was the key reason preventing bonding outside work: 
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‘It’s got nothing to do with the work people, my colleagues; it’s just not 
my thing. I’ve been once or twice but then after that I’ve not been. Maybe 
it’s how they celebrate with all their drinks and everything and 
everybody’s on their high and then you’re a totally different person and 
you don’t want to be there.’ (Shahzad) 
Shahzad is a store manager, so I assumed he would be expected to attend 
team-based events as an almost compulsory practice. I expected his role to be 
more involved, to ensure that the diverse range of staff at his branch felt 
included in work-related social events. I tried to dig a little deeper but Shahzad 
was a reserved individual who kept his responses brief. 
I realised early on that Shahzad has a patriarchal way of thinking. His family 
comes from a part of Pakistan, called Peshawar, where people are recognised 
to be strictly practising Muslims with a patriarchal view on religion: people from 
this part of Pakistan are often identified as Pataan. Pataans are recognised by 
their fair skin or coloured eyes, almost resembling a white person. Being from 
the South Asian community I find that one of the first things anyone asks 
someone who looks more White, than Pakistani, is ‘are you Pataan’? I myself 
have been asked on occasions, when I am wearing coloured contact lenses, 
although I am not Pataan. It is not the case that every fair skinned and coloured 
eyed person is Pataan; but rather a prejudice attached to certain physical 
features. If the response is ‘yes’, the next statement that usually follows is ‘your 
family must be very strict’, again a prejudice attached to their cultural practices. 
It is presumed that Pataan women are not allowed to work outside the home. 
This assumption derives from the physical image that we see of these women, 
as a majority of the women from this part of Pakistan cover their faces with a 
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veil, as they believe it is a religious obligation. I live in a predominantly Pataan 
area in Bradford, thus have found that while some British Born Pataan women 
continue to follow this practice of wearing the veil, they also work outside the 
home, and even attend university in their veils. This is not to say that all Pataan 
women wear a veil, or that South Asian women from other parts of Pakistan do 
not. Instead it is a sub-cultural norm for Pataan females to wear a veil. This is 
also practiced amongst Bangladeshi’s but, being Pakistani, I do not have the 
knowledge to explain any major differences between Bangladeshi sub-cultures. 
I am providing this overview because I was surprised by Shahzad’s views. He 
made no secret of his patriarchal way of thinking and made an arrogant 
comment of how men are ‘supreme’ to women, in what seemed like a humorous 
yet serious way: 
 ‘And she was a woman and I was a guy obviously, Men are more 
supreme shall I say (laughing)’ (Shazad) 
SR:  (Sarcastic laugh) I’d like to hear what the women have to say about that 
‘I don’t know about the girls but the guys will agree with me. That’s still 
alright isn’t it?’ (Shazad) 
This was in the context of a discussion of career progression where a female 
colleague had applied for the same job he had. The female colleague was given 
the job, whereas he was offered something better. I was not sure whether 
Shahzad was being extremely honest about his views, or whether he was 
‘pulling my leg’ because he was aware of my feminist views. Regardless, this 
patriarchal way of thinking was not common amongst other male SAEMs, 
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although Shamim shows that she is expected, as a wife and mother, to carry 
out all the responsibilities of running the home: another form of patriarchal 
thinking. When exploring the accounts of other females later we will see that 
conforming behaviour is not common amongst BB SAEM females although 
literature would suggest otherwise. 
The other DSH males did not discuss their views of women. As per Asim’s case 
I have included our private discussions to elaborate what I mean by a 
patriarchal way of thinking which is common in South Asian Cultural values. 
Nevertheless they are not as forthcoming in their views as Shahzad was, which 
took me by surprise. The divide between the role of the male and female was 
commonly accepted amongst all DSH SAEMs, including an acceptance of 
arranged marriages. What I have presented so far are ‘his’ and ‘her’ accounts of 
this particular Cultural Hybrid form: that is what the male expects of the female 
and how the female responds (if she listens to him). 
DSH men were reluctant to discuss their home lives. So rather than 
understanding Shamim’s position as a woman who expects to run a household 
single-handed through looking at the attitudes of her male counterparts, we 
instead see insights into their (unspoken) attitudes through Shamim’s account 
of her life. That is, DSH men expect their wives to be traditional housewives 
even though they also have paid employment. For Shamim, paid employment is 
a means to have additional luxuries that one income cannot sufficiently provide, 
but also a way to make friendships and increase her social circle. For males 
work was a way to become financially stable and be the breadwinner at home. 
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Having Dominant South Asian cultural values meant that SAEMs did not favour 
social environments where alcohol was served: something they linked with their 
South Asian cultural values. Yet, SAEMs felt that these values were not 
reflected at work, as their professional values took precedence there, except for 
social situations linked to work. Nevertheless, when discussing a work situation, 
Shazad was the only DSH to have commented on his experience with reference 
to what seemed like extreme patriarchal values. In light of all these differences, 
I wonder whether the DSH’s branch off into two categories that I do not have 
sufficient data to identify. Shahzad was the only individual that displayed these 
differences, compared to other DSH’s, thus I can merely speculate the 
possibility. 
The accounts from these Dominant South Hybrids offer other insights. Note how 
Shazad describes his parents as ‘backwards’: 
‘I had other brothers and sisters. One older sister but parents back from 
the 50’s, back in the days. They’re backwards so obviously whatever I 
got I got, I just did myself. I went to 6th form for about 3 weeks and then I 
left.’ (Shazad) 
Shahzad was solely responsible for shaping his own future with no 
encouragement from family to attend school. Others had similar educational 
experiences to Shamim: they received implicit encouragement from parents to 
attend school but were given no specific direction. Like Shamim, family 
involvement occurred during their later lives. All DSH’s mentioned explicit 
support from family, into work, except Shahzad. At first I questioned whether the 
involvement of Shamim’s parents in helping her finding work was related to her 
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marriage: were they supporting her so that she can prepare for her husband’s 
visa? As the theme developed I realised this was not the case, but was a 
common South Asian practice across all Cultural Hybrids.  
Asim was the only DSH specialist skilled worker with a job where a University 
degree was essential. Others worked in skilled roles but gained their 
experiences through training at work. Shahzad was the only individual who held 
a manager’s role and had experienced much progression at work. He 
progressed four roles to his current role as a store manager in the short space 
of four years. He had no consistent work history or permanent jobs prior to this, 
which was impressive considering his struggles to find work: 
‘When you can’t find a job you get sick of searching and then you take a 
break, then you get mixed in with the wrong crowd, you know the kind 
that distract you from looking for work.’ (Shahzad) 
Shahzad’s extreme comments towards women were an exception, but like the 
other males work was important to him: 
‘There’s no point going into a job if your not gona work is there.’ 
(Shahzad) 
Shahzad’s hard-work paid off in his progression from a warehouse operative to 
a store manager. This contrasted the experiences of others, such as Shamim 
and Asim, who felt under-appreciated by their managers: 
‘Although she was a lovely person her management skills weren’t 
wonderful and that led to a lot of stress and when somebody doesn’t 
acknowledge what you’re doing and the workload’ (Shamim) 
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‘My managers haven’t always recognised my contribution to meeting 
targets on budget and on time. They know that I have played a huge part 
but they haven’t said anything like ‘well done’ but meeting all the projects 
I have been on within budget and the timescale set have been high 
points.’ (Asim) 
Praise and recognition is important to DSHs. Shahzad received recognition for 
his work and was pleased with his current position. Others did not feel their 
efforts were recognised and mentioned this as problematic. This has 
implications for organisations that may employ DSH’s, in that their commitment 
requires praise and recognition. 
To this point the major theme that has emerged from this section of Dominant 
South Asian Hybrids was parental culture and how it impacts BB SAEMs 
experiences. Maintaining ties to their parents country of origin; only receiving 
implicit encouragement from parents towards education; accepting and holding 
traditional values in terms of the roles played by men and women in the home; 
gaining employment through ‘strong ties’ or explicit family support; and the 
(unspoken) impact of South Asian cultural beliefs on social relationships were 
all aspects that influenced DSHs. 
Past literature (Mason, 2004; Schermerhorn, 1978) recognises the importance 
of visiting parents’ home countries. Although BB SAEMs view England as their 
‘home’, first generation parents attempt to maintain cultural ties via their 
children. In Shamim’s case this extension involved her marriage to a relative 
who came from her parents’ home country, Bangladesh. Similarly Asim planned 
to marry someone chosen by his parents to continue traditions that are an 
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important part of his South Asian culture. For others these were maintained via 
trips to visit extended family members, or by learning Urdu as a third language 
at school. 
Parental involvement was strong in terms of ensuring BB SAEMs attend school, 
but there is little evidence of any hands on support provided towards learning at 
home. As noted in the previous chapter, Crozier and Davies (2007) point out 
that parents often do not provide support because they do not understand the 
education system and what support they should be giving. 
The views of both men and women were aligned: homemaker standing as the 
primary role for women as exemplified by Shamim, and breadwinner for men: to 
avoid repetition, examples of this have been provided in the previous chapter, 
‘Careers’. Shamim’s experiences highlight one response of a Dominant South 
Asian female. In this case it is evidently a preference, and not a forced route as 
presumed in stereotypes of suppressed women opting to live a semi-traditional 
lifestyle, as we will see when we look at other women in this study. 
Gaining employment via ‘strong ties’ was briefly followed up from the previous 
chapter. BB SAEM parents played a part in such involvement, more so during 
adulthood in the case of DSH SAEMs. The ‘strong ties’ identified here were 
closely related to those found in ‘Careers’. 
Social events with colleagues outside work were commonly problematic for all 
SAEMs. The strong British drinking culture has a part to play and can interrupt 
team building social activities as they exclude not only DSH men and women 
but many SAEMs regardless of their Cultural Hybridity.  However, there are 
differences:  DSH SAEMs avoid any activities where alcohol is involved, 
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including restaurants. Asim and Wahid were the only DSH’s who attended 
events where alcohol was served, but they both expressed discomfort. 
Earlier I described how Shamim was dressed in a traditional South Asian outfit, 
noticeably different to some other female SAEMs. Unlike Shamim, the male 
DSH SAEMs were dressed informally in either jeans or trousers with no 
indication of their South Asian cultures. Neither did any of these individuals 
have a beard as one, who does not relate to the South Asian culture, may 
expect. This was no surprise to me because I am aware that the beard is a 
religious symbol as is the hijab, and not a cultural one. Interviewing Shamim at 
home may be the reason why she was dressed traditionally. Thus I cannot 
make any conclusive comments on whether DSH selves can be identified by 
their appearance, as this was not something that struck out here. Instead I 
found that appearances of Dominant British Hybrids were distinct to other 
Hybrid forms, as we will soon come to see. 
So far the above discussions have focussed on the traditional values and 
lifestyle adopted by Dominant South Asian SAEMs. This chapter will now 
continue by exploring the lives of the individuals that are less inclined towards 
their South Asian culture and instead hold strong values linked to their British 
culture. 
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2.2 Dominant British Selves 
A Dominant British Hybrid (DBH) is a form of cultural Hybridity where British 
values Dominate, with some South Asian values at play. This is the fullest form 
of adaptation to the Western culture. In extreme cases there may be self-
loathing towards the South Asian culture as has been identified in one specific 
interviewee, Israr. Israr exemplifies this form of Hybridity as the only male fitting 
in here. 
Israr was a 23-year-old Bengali lad who has a dream to move to Australia, but 
is currently living at home with his mum. He was wearing cropped combats; a 
mesh top and leather jacket; he had several piercings on his face; and his hair 
was spiked up and dyed. There was hostility about Israr, and I later found that 
he is pessimistic about being ‘Asian’ with a strong dislike towards ‘Pakistani’s’. 
Throughout this interview I noticed that Israr was racist, but not in the 
‘conventional’ sense. Israr referred to other South Asians as ‘typical Asians’ and 
often pointed out that he did not want to be like them. Israr’s experiences at 
school suggest that he mixed well with others from all backgrounds. Note how 
he denies being racist: 
‘Every school that I went to, primary, secondary it was mostly Asians but 
I was always the one who had more white friends or mixed friends. I 
don’t see colour and stuff, it doesn’t bother me.’ (Israr) 
On more than one occasion Israr mentioned he is not racist, and in each case 
he sets himself apart from other South Asians. 
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At school Israr had no family influence and did not struggle when making 
choices to suit his personal preferences: 
‘A Level’s I took were Double ICT and Media.’ (Israr) 
Israr expressed a strong liking for music, thus he chose media A Level. 
Although family did not influence his educational choices, Israr sought advice 
from family members when he was unsure of his career options: 
‘It was the whole family thing, because of the whole religious stuff. I 
couldn’t do much with my music because of the religious thing. I 
remember I had so many opportunities with the music but then my sister 
would go, or mum would go ‘you can’t do that because you’re Muslim’. 
Then I would say I can’t do that can I? Now I am much more open about 
it but I did miss a lot more opportunities back then for the media side of 
things.’ (Israr) 
Israr wanted a career to reflect his love for music, but he missed major life 
opportunities in the music industry to please his family. He was the only 
interviewee unable to find a compromise between his own wants and his 
family’s plans for him. Nevertheless, Israr did find some benefits of being South 
Asian and took advantage of these: 
‘My friend had a restaurant so I used to go there on Tuesdays and 
Wednesdays and Saturdays.’ (Israr) 
From career choices to taking up employment, Israr received explicit support 
from family and friends. His current and main job since leaving University was 
also recommended by a South Asian friend: 
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‘I knew about the vacancy because my Pakistani friend used to work 
there. Then after my interview with the [current employer] they called and 
said that I got the job.’ (Israr) 
For Israr being South Asian came with negative consequences when serving 
Caucasian customers: 
‘It was a restaurant and all the customers were white so only workers 
were Asian. The white people were kind of snobby and you can tell that 
in their mind they are thinking you’re from ‘back home’ but then in my 
mind I’m thinking, actually I am not a retard like these. A job is a job I 
guess.’ (Israr) 
Israr’s pessimism towards other SAEMs is apparent in the above quote. He is 
referring to his colleagues as retards because they are migrant workers who do 
not have the same language skills that he possesses. He was mindful that his 
customers had mistakenly assumed he was also a migrant worker from ‘back 
home’. Israr worked with first generation SAEMs: working in takeaways and 
restaurants is a common starting point of work for many South Asian migrants. 
Israr did not want to be generalised as being like them. He looked down on 
other SAEMs in the same derogatory manner that he felt his Caucasian 
customers were inspecting him. In response to the perceived arrogance of his 
Caucasian customers, he further despised his South Asian colleagues. 
Israr extended his pessimistic views of Muslim South Asians when discussing 
his experiences at Masjid: 
 157 
‘There is no point in having religion if you don’t understand it, for example 
dodgy old men in the masjid. When I used to go to the masjid and this 
guy would start talking to you and then he would call out into this corner 
and talk to you about this ridiculous thing like it only matters about the 
after-life and in my head I would be thinking if only the after-life matters 
then surely you can just sit at home and do nothing in this life. But then 
they start contradicting themselves by saying you have to do this and this 
and this. The messed up part is that their own sons are drug dealers and 
they don’t do anything to change that.’ (Israr) 
Israr felt that the Imams at the masjid are ill informed and hypocrites. He was 
the only individual that has such dismissive comments. Although Israr was 
reserved and shy early in the interview, his strong dislike for the South Asian 
community became more apparent as the interview progressed. 
Israr holds prejudiced views of the South Asian community. He relates this to 
both his religion and parental culture. The issue of missing out on personal 
opportunities was raised again when discussing his community: 
‘The thing with Pakistani people, well I mean if you work in [current 
employer] you will see that, well if you live in Bradford you will probably 
know the type, you know the type that only live at home. I see 35-year-
old men that live at home. I don’t even think it’s, you can’t even 
completely blame them; it is the parent’s fault. And the whole drugs stuff. 
Everyone knows what goes on with the whole drug stuff but just because 
this guy wears a masjid hat or goes to masjid on a Friday it means he’s 
good and just because I like music, I remember I bought a guitar once 
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and instantly I am a bad person. That’s the main thing that I don’t like 
about Asian mentality and that is pretty much to do with if you’re Asian, it 
doesn’t matter if your Bangladeshi or Pakistani.’ (Israr) 
Some of Israr’s comments contradicted his own situation, for example he has 
only ever lived at home with his mum himself. However he clarified that he can 
cook and clean up after himself, again to set himself apart from his perceptions 
of other South Asians. I soon learnt that Israr did not conform to what he 
perceived as an Asian upbringing: 
‘I don’t want to be one of the typical Asians that relies on their mother for 
everything. Since I was 16 I have done everything for myself, cooked for 
myself and everything.’ (Israr) 
Israr’s comments root back to the restrictions that were placed on his music 
career, by his family. He somehow blames the wider community for this 
constraint. I soon came to realise that he did not associate much with other 
South Asian people so these views were not based on personal experiences, 
but instead on his perceptions as an ‘outsider’: if he did not have the physical 
features of a South Asian I would not have thought he was. There are elements 
of self-loathing in Israr’s account. I can only contemplate whether this was 
related to the constraints that I otherwise found to be generally common in 
female SAEMs. Taras (2012) identifies that Muslims can be Islamaphobic even 
if they are not directly attacking Islamic beliefs. This is a form of self-loathing, 
and these individuals ‘reject the cultural practices or political orientations that 
characterize Muslim communities’ (p.425). 
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In later discussions Israr mentioned ethical reasons for spending little time with 
other South Asians. Israr felt he held some ethical values and was not 
comfortable working with people that did not share these. Working with Asian 
colleagues that deceived customers to meet expectations of their sales role was 
morally difficult for Israr to conform to: 
‘The way they work, I just don’t like it. When working there it was almost 
like selling your soul. People would actually lie to a customer just so they 
can make more money.’ (Israr) 
Israr’s moral self was evident here, yet he later breaches his own ethical 
expectations. Although somewhat hypocritical, Israr admitted to lying on his own 
CV so that he can be considered for an interview: 
‘I remember why I got a call back at [current employer], it was because I 
lied on the application. I said that I had been working in the newsagent 
next to my house because they all want experience. I had already 
applied to [current employer] three times before that but I never got 
anything back.’ (Israr) 
His justification for this was that it became difficult to get a job when being 
honest. Israr’s accusation of some of his South Asian colleagues, who sold 
products on false pretences, is ambiguous. He did not indicate any guilt for his 
own deception, but instead justified his actions. I did not confront Israr on this 
contradiction as he was opening up to me much more than in the beginning of 
the interview. At this point he was relaxed in expressing his opinions so I 
continued to listen to his thoughts and experiences. 
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Israr recognises that things are changing in his community but it is still difficult 
to openly discuss his Western beliefs in the presence of past generations: 
‘I think, especially recently, I think people are trying to ‘come out’ more 
but the parents are stuck in the past’ (Israr) 
The term ‘come out’ signifies hostility attached to being open about Western 
values, in a community where they are not understood. These words reminded 
me of some gay friends I have who discuss ‘coming out’ to describe when they 
first felt comfortable with publicly disclosing their sexuality. 
Israr did not have many positive experiences to share. I tried to probe him about 
the friends he made at work so that I can learn about any positive relationships 
or social encounters outside work, with colleagues he did not detest: 
‘Relationships at work when I first started it were pretty good because we 
would talk and get to know each other and you would meet them outside 
work and stuff like that. They had house parties and stuff which were 
fun.’ (Israr) 
In all accounts, Israr’s mention of positive relationships was brief. He only 
mentioned house parties when discussing his social life, but there was no 
mention of alcohol at all. I wonder whether this is a given as was the case with 
the absence of religious teachings in Dominant South Asian Hybrids. A house 
party in the Western context usually signifies the inclusion of alcohol. I did not 
think to ask the question, as other SAEMs had mentioned alcohol without any 
prompts. I noticed that Israr discussed his social experiences in the past tense, 
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although he is still working with the same employer. This is because he is no 
longer socialising with colleagues outside of work: 
‘Slowly the people, they have started employing are not students or are 
not that well educated and stuff so, these days I try to distance myself.’ 
(Israr) 
This is another example of Israr’s choice to avoid being associated with people 
who are not as skilled as he perceives himself to be. I was no longer surprised 
at Israr’s pejorative comments towards other people. He was highly opinionated 
and was comfortable to share these views with me. Israr’s thoughts of recent 
experiences at work were concerned more with conflict. He challenged authority 
where he felt it was appropriate: 
‘I had one supervisor, this woman and she was on 3 month probation. I 
didn’t even outsmart her; it was a new system. I said to her I need a 
refund because the customer changed their mind about what they 
wanted. She didn’t know how to do the refund and there was a huge 
queue; so I said: I will show you how to do it and she said don’t tell me 
how to do my job. I was like I am not telling you what to do and I am just 
showing you so we don’t have people waiting too long as she was clearly 
struggling. She got really annoyed and said don’t try to outsmart me. 
After 5 minutes she came back told me to stop telling another member of 
staff what to do and I never said anything to another member of staff so I 
went up to the staff member and asked her if I told her what to do and 
she said oh no you didn’t so I went to my manager and told him that the 
supervisor has just lied about that.’ (Israr) 
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Israr’s confrontational behaviour was not evident in other experiences that he 
discussed. However, this is another example of Israr’s strong ethical values. 
Israr evidently dislikes deception in others, thus felt it was his responsibility to 
inform the manager of the supervisor’s deception towards him.  
Favouritism governs progression at work: common in the experiences of many 
SAEMs, including Israr. He is finding it difficult to progress with his current 
employer and is still working in the same role in which he started a few years 
ago: 
‘You have to apply for any progression and it’s all internal. Sometimes 
you can almost guarantee that the managers’ favourite will get the 
position when it comes up.’ (Israr) 
Favouritism, to my surprise prevailed much more than I had expected. 
Relationships have found to play a key role in opportunity, promotion and 
progression as identified within ‘Careers’. Israr was not the most sociable 
person and this has further impacted his opportunities for progression. 
However, it is not possible to know whether his development as an employee is 
affected. Let’s compare Israr’s experience with another DBH SAEM, Nazreen. 
Nazreen, a 41-year-old single mum of two, was wearing trousers; a blouse; and 
had very short boyish, dyed hair, at the time of the interview. Nazreen’s 
perceptions of her Eastern culture were not as negative as Israr’s. Their 
inclination towards their Western cultural values places these contrasting 
personalities into this sub theme. Their different adaptations to a Dominant 
British self will be useful in understanding the complexities in the values held 
when identifying with the Western culture. 
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Although Nazreen is a Dominant British Hybrid, she comes from a similar 
background to Shamim who I discussed earlier: she married at the age of 17 to 
a relative from Pakistan and has two children. I have specifically chosen 
Nazreen as an exemplar because her early experiences show that none of the 
identities presented here are permanent fixtures, but instead individuals may 
find themselves shifting from one to another at various stages of life; in 
Nazreen’s case I was able to witness this shift through discussions of her 
experiences from her late teens into adulthood. 
Nazreen has had a responsible role from a very young age: 
‘Because my mum was working when I came home [from school] I would 
have the cooking and cleaning and everything else to do. Because I was 
the eldest of five I had all the responsibilities.’ (Nazreen) 
She was not appointed these responsibilities because she was female, but 
instead because she was the eldest after her parents, who both worked. It was 
exhausting to take up a significant workload and go to school, but Nazreen 
talked as though it was the obvious way of things. However, unlike Israr, 
Nazreen stood up for herself when she disagreed with family members:  
‘There was times when I’d had enough and when I had an argument with 
anyone I would get upset and hide in my room. I remember my mum 
used to call my Mamu (maternal uncle) to take me to his house because 
I wouldn’t eat for days and so she would say to him ‘you better take her 
otherwise she will starve herself’ and he used to take me for a few days. 
Then when I calmed down he would ask me if I’m ready to go back home 
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again. I was really very stubborn and nobody could calm me down but 
him.’ (Nazreen) 
Conforming has been recognised as a customary practice within the South 
Asian community, something that Israr did much of in his early life, thus missing 
out on life opportunities that he now regrets. But Nazreen did not follow the 
same behaviour pattern as Israr did in his earlier life. From her life story 
accounts I found that she has shifted towards her Dominant British Hybrid form, 
although her early accounts indicate a Dominant South Asian form, in parts. 
Nazreen mentioned how influence from a teacher led her to question her South 
Asian culture: 
‘The only teacher that I hated was my maths teacher. He turned around 
and said to me one day; well he didn’t say it to me. He said it to one of 
my friends ‘well you’re only going to turn 16, get married and have 
babies’. A lot of them were Asian girls in the class and he said it to one of 
them. Obviously we didn’t know how to take this further back then or 
what to say and she kind of got upset. That kind of like stuck in my head 
after that and I really thought is that all I am going to do?’ (Nazreen) 
Nazreen’s response to her teachers belittling comment was different to Israr’s 
reaction. Although she felt helpless: instead of internalising these negative 
comments, or treating other SAEMs in the same manner as Israr did, she 
turned her dislike back to the teacher. Nazreen questioned her own future at 
this point and began to subconsciously reshape her Cultural Hybrid form. 
Like Israr, Nazreen chose a subject of interest to her at school: 
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‘I did my A-level art. I had to do it at another school because there was 
no room left in our school. I went to see the headmaster and explained 
how important it was for me because I really enjoyed it and because 
there was no spaces so he put me into another school and there used to 
be a mini bus to take people to the other school and I used to go all the 
way there for Art and did all the other subjects here.’ (Nazreen) 
Their commitment to their most preferred options was reflected in their choice to 
take them up as confederation courses, taught at other schools: art for Nazreen 
and Media for Israr. There was no indication, from discussions with DBH’s, that 
chosen subjects, at school, were in anyway influenced by family, although 
career direction was for all. Unlike Israr, Nazreen received encouragement and 
motivation from family towards high achievement in education: 
‘My dad always pushed us towards education, all of us, no matter who it 
was. I came out with distinctions in all of them’ (Nazreen) 
All other DBH’s, except Israr, received much encouragement by family to do 
well at school. It was interesting that females were the only SAEMs who 
willingly disclosed the grades they received at school. Is this a mere 
coincidence, or is there an association here to receiving other privileges as 
mentioned earlier? However, Israr’s progression into university indicates that, 
like Nazreen, he too did well in sixth form. 
Nazreen and Israr are the best examples; to exemplify that having the same 
Cultural Hybrid form does not indicate a resemblance in experiences. Although 
they are both Dominant British Hybrids, their experiences have been shaped 
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differently. Unlike Israr, Nazreen did not get her first job through social 
networks, but she did find it when listening to a South Asian radio station: 
‘I heard a job being advertised on [an Asian] radio. I heard it on the radio 
and it was for a receptionist so I applied for it and I was really confident. 
So I was studying and working at the same time and I loved it.’ (Nazreen) 
She learnt a lot from a role in serving the Asian community via media services. 
Multitasking between studies and work was not as difficult for Nazreen as it had 
been for Shamim who was working to support her husbands’ visa. For Nazreen 
these dual roles increased her confidence as an ethnic minority female: 
‘That’s when it came to my head that this is where I want to be. The 
media just pulled me in and it was like my confidence grew and 
everything. I managed from events, to advertising, to reading the news, 
to training the DJ, sales, training the sales reps and as a PA.’ (Nazreen) 
Nazreen is a proactive female who took up every opportunity that came her 
way. I noticed that Nazreen did not feel restricted in what she could and could 
not do: the world is her oyster. She learnt many skills, and her jobs resulted 
from her own searches, rather than support from family and friends: 
‘Then I applied for a job from there and they gave me the interview skills 
so I applied for the job and I got it. That is where I am now. I have been 
there ever since’ (Nazreen)  
Following her varied experiences in the work roles she experienced in her early 
career life, Nazreen settled into a company where she has been working for 
over a decade. Since the interview I have learnt that Nazreen has taken up a 
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part-time degree in law as a mature student and is now balancing a full-time job 
alongside a part time degree: something she seems to enjoy. 
When first entering work, Nazreen was inclined to conform to Western cultural 
practices as a means to fit in. In contrast to Israr’s experiences, her family were 
supportive and understanding towards her choices: 
‘Then I had an interview with [past employer] so I said to my dad that I 
am going to take my head scarf off for this interview because I need a job 
and I can’t get one. We’re talking about 19 years ago. A long time ago 
people found it hard to accept anyone with a hijab or any kind of religious 
garment so I said to my dad I am going to go, I am going to take this 
hijab off and I am going to get this job. And I did, I got the job and I was 
really very shocked. I couldn’t believe how, and I think I realised that this 
is the only way to survive otherwise nobody will accept me.’ (Nazreen) 
Nazreen experienced her estranged-self in a different way to Israr: it did not 
result in self-loathing. For Nazreen, compromising some of her values was a 
positive step towards being accepted by ‘others’ outside her South Asian 
community. 
The two contrasting experiences exemplified so far illustrate how various 
subjective experiences can shape one’s British self so differently: one individual 
is alienated when his Dominant British form is not accepted by his South Asian 
community; and the other adopts her British form in order to secure herself a 
job. Like Israr, Nazreens acceptance of her Dominant British form is apparent 
from her physical appearance. Her extremely short haircut, and her Western 
dress sense are both divergences of the South Asian culture. 
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Nevertheless, Nazreen’s sacrifice of her headscarf was not enough for her to be 
accepted by her Caucasian managers: 
‘They kept putting me up in the warehouse. I am only small, only short in 
height and every time they put me in the warehouse I was struggling to 
get the items down from the top shelves and some were really very 
heavy. Every time they were doing the rota they would put me upstairs 
because they would put the white people downstairs on the shop floor 
and all the Asians upstairs out of the way so I kind of walked out. I 
walked out after about 2 years.’ (Nazreen) 
Her optimistic attitude soon faded when she realised that her compromise was 
not sufficient for this particular employer. This observation was significant in my 
findings. An Adaptive male had a similar experience with this particular 
employer where there was discriminatory behaviour towards ethnic minorities. 
This was approximately a decade after Nazreen’s experience, yet he felt his 
beard was the reason for such unfriendliness. He was sacked and felt that his 
dismissal was unfair. Nazreen left the same employer without providing a notice 
to avoid being dismissed for unfair reasons: 
‘I thought if they use an excuse to sack me then it would be difficult to 
find another job so I just walked out.’ (Nazreen) 
There has not been many experiences documented amongst the SAEMs in the 
current study, where leaving to avoid dismissal was the only option. It was 
significant that I came across two individuals who had no connection to one 
another, yet shared an experience as such with the same employer, a decade 
apart. 
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Like Israr, Nazreen challenged management staff in this particular experience: 
‘I wasn’t treated, like face to face I wasn’t treated differently but you could 
see that there was a criteria for being downstairs and everybody else 
would be upstairs. It was like that day-in day-out, and before you looked 
at the rota for the following week you already knew where you were 
going to be. I had raised a concern before I left about the difficulties of 
working upstairs and I could tell by the ways the meetings were going 
that they were trying to get me sacked.’ (Nazreen) 
This was different to the informal route taken by Israr but had adverse effects 
for Nazreen. Nazreen soon found that her formal complaint had little value with 
this employer. Nevertheless, she moved on to better prospects. 
Unlike Israr’s standstill employment Nazreen has managed to progress in her 
current role. In Nazreen’s case, persistence paid off. She is now managing a 
contact centre of over 200 workers as a resource co-ordinator: 
‘As long I was moving to somewhere else I wasn’t bothered. I am more of 
a people’s person and I like to talk and I was more concentrating on the 
learning side and recruitment side because I wanted to meet new people 
and chat to new people and I never gave up. Then when the resource 
co-ordinator job came up, she [manager at the time] told me that a little 
birdie told her that somebody else is leaving from resource co-ordinator, 
she said that if the other person does leave then the job is yours, you 
don’t need to apply or sit another interview so two weeks later I went 
straight in.’ (Nazreen) 
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This experience exemplifies Israr’s earlier concerns that favouritism is the only 
way to progress. Nazreen’s manager gave her a heads up about a job role 
before it was even available. To Israr this is a form of unfair practice, but also 
the only way to move up. 
From the little Israr talked about his social life, I noticed that his and Nazreen’s 
experiences were distinct from SAEMs adopting other Hybrid forms: 
‘All I remember about upper school was that I used to play footy with the 
lads. My cousins were there as well so I remember playing with my 
cousins who were the lads. I didn’t think anything of it. I kind of fitted in 
better with the lads and I wasn’t a good-looking lass or anything and I 
was really plain and simple. I wasn’t funky like my friends who were 
prettier so I kind of fitted in with the lads better.’ (Nazreen) 
Israr mentioned house parties and no reluctance for alcohol. House parties are 
a western practice thus his choice of entertainment fitted well within this sub 
theme. Nazreen discussed playing football in her mid to late teens: this is 
contradictory to what would be commonly expected of South Asian females. 
Nazreen also attends awards events arranged by her current employer where 
drinking is customary. Nazreen does not drink alcohol herself but is a smoker. 
She did not mention the drink culture to be an issue with either her religious or 
South Asian values. Nonetheless the question remains whether this is 
something Nazreen chooses because she wants to or because she is trying to 
‘fit in’ at work.  
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In Nazreen’s case there were some elements of her South Asian identity still 
present in her late teens, specifically noticeable when she briefly discussed her 
marriage: 
‘My son was about 9 months old and I was in arrears with my mortgage 
because my husband wasn’t paying it, he was in and out of work, and I 
couldn’t pay nothing so I kind of sweet talked him because I knew he 
wasn’t happy with me working. I sweet talked him and said look I just 
want to do a training course to get me out of the house, it’s no skin off 
anybody’s nose, you’re going to be asleep and my parents will look after 
[baby] and there was childcare support available because job centre 
were trying to get you back into work as much as they could so they paid 
for my expenses as well.’ (Nazreen) 
In Nazreen’s account we see further into the experiences that Shamim reported, 
albeit that they are so different in their Cultural Hybrid forms. In the South Asian 
culture the husband is considered ‘the protector’ after marriage. Although 
Nazreen displayed challenging behaviour when living with her parents, she 
followed some Eastern traditions in her marriage: she consulted her husband 
for approval prior to making life-changing choices. Nazreen’s marriage was 
short lived and she is now a single mum to two teenage children: another 
Western custom, becoming more common in the South Asian community. 
To this point the major aspect of the DBH’s is independence: making choices 
for one-self; conforming to Western practices even to the extent of self-loathing; 
and challenging unfairness were all themes that emerged here. The key matters 
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apparent here were all themed around the sense of belonging and creating an 
identity that fits in at work. 
The storied accounts of two individuals were explored: first was Israr who 
battled with his parental culture. From an early age he was expected to conform 
even when he did not want to, yet he took the route that he felt suited him in his 
educational life. To please his family he missed out on certain career 
opportunities in the music industry. In his adult life, Israr stands his ground and 
his physical image signifies this. He has a negative view of his community and 
feels he missed out on sound and reasonable opportunities whilst others who 
‘pretend’ to be religious have comfortably followed unethical routes in their lives. 
His Western values are also prevalent in his social life where he enjoys partying 
with colleagues outside work: also a means to building ‘selective’ relationships 
at work. 
Nazreen on the other hand managed to make the choices she wanted without 
reluctance from family, only to conform to Western practices by compromising 
her religious beliefs. Her parental culture was at play in her married life. She did 
not change herself as a person to meet these expectations, but used her 
persuasion skills with her husband to continue living life in a manner that she 
chose, and subsequently she divorced, although we do not know the reasons 
for the divorce. This was her way of balancing expectations both at home and 
outside the home. She challenged unfairness and following early experiences at 
school she questioned her future role as a wife and mother. Her social self is as 
dynamic as the other aspects of her life, from a young age she did what is not 
be expected of a South Asian female: playing football and socialising with men. 
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Conforming to Eastern practices was evident in both Nazreen’s and Israr’s 
experiences at some point in their lives, but the circumstances were different. 
Nazreen felt inclined to do this after marriage as a compromise to make it work 
as she did early in her life when she was supporting her family as the eldest 
child. Israr did this in his teenage years by accepting family views towards a 
future career, and has now steered away from conforming to Eastern cultural 
practices as he seeks to build a career in the music industry. 
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2. Emergent Hybrids 
The second sub theme of Hybridity is ‘Emergent Hybrids’. This reflects the 
emergence of South Asian Hybrids that tend significantly towards neither their 
Eastern nor Western cultures. Instead, Emergent Hybrids balance both their 
Ancestral (South-Asian) and Lived (British) cultures in two very different ways: 
Adapting or Amalgamating cultural values based on factors external to culture 
itself. 
A majority of South Asian Ethnic Minorities (SAEMs) within this study were 
Adaptive Hybrids (AdH’s). This is not to generalise across the BB SAEM 
community, but once again this information is purely for contextual purposes. 
When adjusting between diverse situations, AdH’s move between the South 
Asian and British cultures. Like Divergent SAEMs, AdH’s struggle between their 
two cultures: they have a personal preference for either one or the other. 
However the context is an important determining factor. Moving between 
traditional and Western values is central to these individuals thus the context 
usually influences the values that dominate: either British or South-Asian. 
Amalgamate Hybrid’s (AmH’s) were noticeable in almost a fifth of SAEMs and 
indicates a self where both British and South Asian cultures are almost merged 
as one, by taking values from both, to create something new. The determining 
influences are factors beyond a particular culture or context: there is an 
emergence of amalgamated values, developed from experiences at work, 
home, and from both cultures. These individuals have found a balance between 
the South Asian and British cultures, and do not struggle between the two. 
AmH’s have found a flexible way to mutually apply values and beliefs of 
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personal significance, from both cultures, and in most contexts. So far this is the 
fullest form of Hybridity found within this analysis. 
I assert, once again, that having an Emergent Hybrid form does not by any 
means suggest that it will be experienced the same by every individual. As per 
Divergent Hybrids I am presenting the accounts of BB SAEM Interviewees that 
revealed Emergent Cultural Hybrid forms, through discussions of their life 
experiences. These Emergent Hybrids are influenced by their South-Asian and 
British cultures in a variety of ways, but differently to Divergent Hybrids. 
2.1 Adaptive Hybrids 
An Adaptive Hybrid (AdH) is a form of the self where either, South Asian or 
British, values are applied according to the setting. Context is a dominant factor 
as these SAEMs shift between cultures to fit into distinct environments. 
Adapting each of their cultural values in the appropriate work or life context is 
important to these SAEMs, so their personal inclination, towards either, is 
somehow controlled. Sophie exemplifies this emergent form of Hybridity. 
Sophie is a well-spoken 27-year-old young woman. She is tall, of a slim build, 
attractive, and from what I know of her, chirpy at times. Sophie was wearing a 
short dress just above her knees and leggings. She had a fringe and medium 
length hair falling below her shoulders. I have known Sophie from a young age 
as we went to school together and although we rarely meet, we have kept in 
touch. Sophie is now the youngest of her five siblings, having recently lost her 
younger brother to a life threatening illness. Sophie fits well as an adaptive 
Hybrid, in that she instinctively adopts two different cultural selves pertinent to 
the context. 
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Like others in this study, Sophie shared early experiences of attending Masjid 
after school: 
‘I used to come home from school and go straight to Masjid so we were 
kept really busy even after school because we were learning the Qur’an 
and Urdu as well.’ (Sophie) 
Sophie followed this practice willingly. From a young age Sophie was expected 
to balance school and masjid, with little time for additional activities. In terms of 
British schooling, Sophie found she was not provided with as much motivation 
as she would have liked. In the ‘Careers’ chapter we saw that Sophie’s father 
had been disheartened by the poor results her elder siblings had brought home. 
This impacted the limited support she then received from her father. Note that at 
home she does not speak English: 
‘We don’t speak Urdu at home but it is seen as a good thing to know how 
to read and write in Urdu because Punjabi is more disrespectful. We 
speak Pahari, It’s in between Punjabi and Urdu that we speak at home’. 
(Sophie) 
Like Asim, the Dominant South Asian Hybrid, Sophie discussed the importance 
of learning Urdu as a third language. Pahari is the informal dialect that I earlier 
explained has been historically developed by Buddhists who lived in Jammu 
and Kashmir during the early rise of Buddhism. Sophie was not aware of this 
history, and confirmed my earlier suppositions that SAEMs commonly see 
Pahari as merely a mid-language between Urdu and Punjabi.  
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Although she received no explicit support in finding work, Sophie’s Eastern 
values, passed on by her parents, were important when considering a career: 
‘I think this probably comes from my dad because to dad that’s just not a 
career. You know being a Pakistani you can’t just go into acting or 
modelling or that kind of thing. Even hair dressing is one of the things my 
dad didn’t approve of. Again that boils down to caste; you know if you’re 
different castes you can’t do certain things. It’s embarrassing for 
Pakistani women to go into hairdressing because that’s a trade of a caste 
lower to yours.’ (Sophie) 
Sophie agrees to these sub-cultural values on the one had, but contradicts them 
on the other. Here Sophie appears to agree with cultural values relating to 
caste, but later we will see that in another context Sophie takes up work 
experience at a Hair dressing salon: an indication of her Adaptive cultural 
Hybrid form. Sophie’s South Asian cultural self is apparent from her 
experiences at home. This experience of families not approving of certain 
career routes was also a theme in ‘Careers’. Here I will elaborate the part that 
the South Asian culture plays. 
Historically job roles were related to caste: the social status that one has in 
society. For example, landowners were historically known as Jatt, Choudhry or 
Rajas held the highest social status in society. Therefore if a daughter of a 
landowner decided she wanted to marry someone of a lower caste, such as a 
shoe-smith, this would be frowned upon by the family and wider society as her 
marriage would change the lineage of her children who would now be shoe-
smiths instead of landowners. In British history we see a common pattern where 
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wealthy people would only marry their daughters to someone with a title and 
land, thus marrying a servant of any sort was forbidden, as for royals who were 
only allowed to marry royals. In the South Asian culture caste plays a role in 
many aspects of life, including the type of work that is deemed respectable 
when born into a particular caste: one is not expected to take up a line of work 
that is linked to a caste lower than his/hers. This is not to say that all SAEMs 
follow this custom in the 21st Century, however such values still prevail in some 
second generation BB SAEMs. In Sophie’s case these values have been 
imposed upon her, thus she struggled to find a career that suits both herself and 
her family. 
In exploring Nazreen’s British identity I mentioned a protective role played by 
her husband: customary practice by men in the South Asian culture. Unlike 
Nazreen, Sophie seems to conform to this practice: 
‘My brother didn’t like me to go to certain events at work because he 
knows they’re all going to be drinking alcohol.’ (Sophie) 
There is a prejudice amongst some South Asians about the British drink culture, 
and this creates reluctance towards some British practices, such as socialising 
outside work. Sophie mentioned her difficulties on a few occasions: 
‘So he [my father] was afraid, and he has an idea of what people are like 
when they are drunk’. (Sophie) 
Sophie mentions her fathers thinking about the drink culture as an idea, or bias, 
that her father has of the British culture. But in her brothers mention she 
suggests that he ‘knows’ that everyone will be drinking, with certainty. Is this 
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because her British Born brother has experienced the British culture first hand, 
as opposed to her father, who may have learnt about it through others, such as 
his children? Nonetheless her father and brother both seemingly hold Dominant 
South Asian values that contribute to her chosen cultural Hybrid form. 
Sophie is not personally reluctant towards most British practices, but she has to 
respond with her family’s concerns in mind. Her family are unaware that outside 
the home she adapts to her British self: 
‘There have been times when I have told my dad that I’m going to a trip 
from work for training in Newcastle and instead I’ve been on a night out. I 
enjoy going out and sometimes we have to lie to do things.’ (Sophie) 
Going out at night is a British cultural practice that Sophie secretly enjoys. 
Where Nazreen used her power of persuasion to overcome her husband’s 
reluctance, Sophie chose to conform on the surface, but hide her true response. 
I found that this was Sophie’s way of avoiding confrontation for her preferred 
choices. 
The negative perception of team events outside work caused a strain on the 
social lives and progression of females, like Sophie, at work. AdH’s are the only 
group where avoiding social events, predominantly for females, was more to do 
with family pressure rather than religion or culture. In particular, male members 
of the family did not approve of this part of the British culture.  
But Sophie believes that attending social events outside of work can improve 
her chances of progression: 
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‘Now I think personally if I did go to more of these events I would get 
closer to other people and get to know more people from different areas 
of the business which I think would help me get somewhere. So because 
I’m not able to do that, and I don’t do that, I kind of stay in this corner 
where people know that there is a [Sophie] on the telephone but nobody 
really knows who [Sophie] is.’ 
She recognises the benefits of meeting people in other departments, but her 
family’s reluctance limits her opportunities to do so. Sophie’s early life 
experiences have helped her realise the value of social networks: a friend at 
school recommended her first job. To avoid family reluctance Sophie has found 
other ways to build her social self: 
‘So you know sometimes you would say to your dad you was going to the 
agency to get some work and there was no work (laughing) and you’d be 
out so it kind of got you out of the house and got you doing something. 
Because otherwise you would pretty much be stuck indoors.’ (Sophie) 
For AdH’s this is the only way to obtain freedom from the over-protective 
families. Sophie has attempted to gain her family’s approval of her British 
values: 
‘I have strong relationships with my colleagues. I have people that were 
just colleagues and are now friends today. And they’re not all Asian 
because I used to have a very strong relationship with a white guy at 
work called [Steve]. He was coming to my house to fix my computer and 
he would do a lot for me and my dad obviously knew this.‘ (Sophie) 
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It is uncommon for South Asians to bring home friends of the opposite gender. 
Sophie soon found that this British practice contradicts her Eastern cultural 
values, and was forced keep her friendship with Steven outside the home, to 
avoid confrontation: 
‘Again I think culture came into that too because my dad didn’t have an 
issue with me having a friendship with him but my dad was always afraid 
that he wanted a relationship. That he’s going to get to that and that’s 
why he’s being so nice to me.‘ (Sophie) 
In some aspects Sophie’s father understood her British values: making friends 
with the opposite sex, but at the same time he did not believe that such 
friendships can be platonic. Sophie was unable to find a middle ground to 
overcome the variations between some British and South Asian cultural values. 
Thus she chose not to disclose some aspects of her social life so that she can 
enjoy her freedom: 
‘For me to get out of the house I used to blag that I am doing a course on 
a Saturday and I used to get [Steve] to pick me up from my house and 
my dad knew that I was going to this course with [Steve] and a lot of the 
times I only wanted [Steve] to get me out of the house.’ (Sophie) 
Only some of Sophie’s trusted friends/colleagues are aware of her situation. 
Exploring some of her other experiences at work will further elucidate her 
Adaptive Hybrid form. 
When discussing work Sophie highlights that she finds it difficult to be firm with 
her colleagues: 
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‘They [manager] decided to tell us to use this harsh approach with people 
and say no, you know the answer so I am not going to tell you, and put 
the phone down. I don’t have that in my genes to do, especially with 
people that I work with and go to lunch with everyday and I class as my 
friends. For me to do that I felt very awkward so I said to Mohammed I 
wouldn’t feel comfortable doing that.’ (Sophie) 
Sophie’s avoidance of confronting behaviour extends to her friends in the 
workplace. Similarly, in the ‘Careers’ chapter, we found that Humma preferred 
to maintain positive relationships with people at work. However, Humma did so 
at the expense of progressing, whereas for Sophie building social relationships 
at work can support progression. Like Humma, Sophie values relationships at 
work, and kindly refuses to confront her colleagues, even when asked by a 
senior member of staff. However, she does confront her colleagues if she 
strongly disagrees with their actions: 
‘He [help desk supervisor] sarcastically said to my manager ‘I think I 
should throw her off the helpdesk if she can’t do it’ while I was stood 
there. I kind of didn’t like it so I spoke and said well you do know that if 
you want to get me off it then by all means you can take me off but if I 
want to get off it myself I also know who to go to so there is no need to 
speak to my manager about me while I am stood there when you can just 
say it directly to me.’ (Sophie) 
Compare this to when Sophie is at home: 
‘Like marriage for instance, having a love marriage is something that I 
could say your family could accept and your family looks at it not 
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traditionally but islamically which is how they should be looking at it, 
whereas mine don’t.’ (Sophie) 
In this example Sophie discusses Eastern cultural practices at home that she 
does not agree with, but conforms to. This is different to her reaction at work. At 
work Sophie confronts her colleague when she disagrees with him, but at home 
she plans to marry someone of her father’s choice although she opposes the 
idea of arranged marriages. 
Compare Sophie’s experience to that of Humma, another AdH who 
demonstrated a challenging self at work: 
‘It came to a point where I did stand up for myself because I realised that 
the manager and supervisor they mainly picked on you if you stayed 
quiet.’ (Humma) 
It was surprising that both Humma and Sophie confronted senior members of 
staff, but were unable to be firm with colleagues they had created friendships 
with. Like Sophie, Humma does not challenge what she perceives as unfair at 
home: 
‘I wanted to be a cabin crew like an airhostess and that was the thing I 
really wanted to do. Actually I went to Bradford College, I enquired about. 
So I came home I tell my family. They were not too happy about it, like 
no, you can’t do this, you can’t do that.’ (Humma) 
Humma did not clarify whether caste played a role in her family’s disapproval. 
Humma is Bangladeshi therefore, being Pakistani myself, I cannot elaborate on 
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Bangladeshi sub cultures. Resembling Sophie’s experience, Humma seemingly 
conformed to her brother’s role as a protector: 
‘He’s [brother] afraid that people are going to try things on and you know, 
he didn’t want me being in the wrong scene basically, when people are 
drinking and stuff like that.’ (Humma) 
Humma also had a secret social life that she did not share with her family, such 
as clubbing and attending events where alcohol was consumed. Her family’s 
reluctance, and her conforming behaviour were similar to Sophie’s experience, 
but unlike Sophie Humma expressed some annoyance. 
Both Sophie and Humma’s adaptive cultural forms became apparent from their 
early working lives. Sophie chose work experience as a hairdresser, knowing 
that her father did not approve: 
‘I did actually go to Christopher and Pauls to do work experience as a 
hair dresser.’ (Sophie) 
Sophie’s reason for not taking up hair dressing as a career was not aligned with 
her family’s reasoning, instead Sophie did not enjoy sweeping hair as part of the 
training leading up to becoming a professional hair dresser. 
South Asian parents, including Sophie’s, continue to influence the lives of their 
offspring for years into adulthood: 
‘I get treated more like a child now that I am 27 than I did when I was 21.’ 
(Sophie) 
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Humma’s experience with her manager sounds similar to how Sophie feels she 
is treated at home: 
‘She [the assistant manager] treated me like I’ve come out of a 
classroom like I’m a 6 year old.’ (Humma) 
But Humma does not justify her managers’ behaviour, whereas Sophie justifies 
her experiences at home: 
‘In her mind it’s insecurities that she has for me because of past 
experiences. I don’t think my mum can let go of that because a lot 
happened. I think all that had a big impact and made a big change to my 
life to what it could have been. I think I would have been trusted a lot 
more than I am now.’ (Sophie) 
Sophie blames her past experiences for her family’s extended involvement in 
her life. Yet this was common to all BB SAEMs. She provided a detailed 
explanation of one particular experience owing to the restrictions she faces at 
home: 
‘Or even the out going, I think with me I lost my trust with my family. Prior 
to me bringing [ex boyfriend] into the equation at home, because I did tell 
my dad once that I wanted to marry this guy and I went through hell for 
doing that. Before that I had a lot more freedom than I do now. Before 
that, I was in school, so obviously, but I was able to go places. I could go 
to the homework club on my own, I could go to see my mates or 
whatever but now I think they are constantly scared.’ (Sophie) 
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Having a boyfriend is not something that is condoned in the South Asian 
culture, even if her intention was to then marry him. I wonder whether Sophie’s 
secret-self developed after introducing her boyfriend to her parents and being 
faced with their reluctance. Separating her two cultures was important for 
Sophie, as she was unable to harmonise the two. 
Sophie’s family are changing over time: 
‘I think all Pakistani’s are different. All Pakistani families are different from 
each other. You can’t say that my family or your family or [another 
friend‘s] family have the same mentality. I think it all falls down to caste to 
be honest. And my cultural background has changed amazingly from 
what when we first were born and brought into this world.’ (Sophie) 
Instead of comparing her experiences to others, like Israr did, Sophie 
understands that there are differences amongst her community. South Asian 
cultural values are different amongst various sub-cultures, in that some are 
more modern than others. This creates different ideologies and prejudices 
about the British culture, which can impact on how resistant or otherwise 
families are to certain British practices, such as going out on a weekend or 
evening with friends; the relationships or friendships between opposite genders; 
and aspiring towards careers in various industries irrespective of class systems. 
The influences mentioned by family so far have in no way been indicated as a 
negative pressure by any of the SAEMs. Sophie’s justification is an example of 
this, and raises much curiosity. This was somewhat clarified by the close ties 
that SAEMs have with their family: 
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‘My manager at one point was like, she understood my culture and she 
gets an idea of what Pakistani people are like. She kind of like tried to, 
not brain wash me exactly, but kind of she was sort of like saying you 
need to live your own life. You need to get out of the house, and you 
shouldn’t have that much burden on your shoulders, you know as in my 
brother. Not realising that obviously that burden is something that I just 
naturally, because us Asian people we don’t do, we can’t still go out and 
party when your brother is dying of cancer at home. They do that kind of 
thing so she was basically saying to me that I should be more like that. I 
should live life my, but I felt like I couldn’t live my life, because it wouldn’t 
feel right.’ (Sophie) 
Sophie felt that her manager did not understand that, for her, responsibility 
towards her family was not an option, but instead an instinctive reaction. Sophie 
is aware that this is a cultural practice not common to everyone, thus does not 
expect her manager to understand her rationale behind such actions. 
Interestingly Sophie does not attempt to educate her manager so that she is 
better informed of Sophie’s situation. Was this because her manager had 
asserted some level of understanding, which Sophie preferred not to dispute? 
Nevertheless, in terms of Sophie’s work the ‘Careers’ chapter provided 
experiences of her increased commitment to work where she was keen to take 
up additional responsibility, first as a hot desk advisor and then as a complaints 
champion. Sophie chose to take on additional roles with hope for progression. 
At one point Sophie’s responsibilities were completely turned around from 
customer service to debt collection: 
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‘They were asking me to have a completely different approach to what I 
naturally am. I had to be more assertive, and I don’t know, just be a bit 
more harsh.’ (Sophie) 
Sophie’s struggle with being firm with colleagues extends to her communication 
skills with customers. At first Sophie felt that she would struggle in this new role, 
but she was able to quickly adapt her own style of working to fulfil her job 
requirements: 
‘At the end of it Sam, although I didn’t change my approach, I did actually 
get the most money from all of them with my own approach. The 
manager that went with us at the time did find that my approach was my 
own approach.’ (Sophie) 
Sophie’s AdH form was apparent when switching between job roles. Here, 
much to her own surprise, she extends her Adaptive skills to her job role. 
Sophie’s commitment to her work was reciprocated by her employers support 
during difficult times: 
‘He [brother] was going through what he was going through for four years 
so a lot of my time there he’s been ill. So she [the manager] was really 
understanding in that sense, and I took a lot of emergency time off.’ 
(Sophie) 
For Sophie it is selfish to neglect her responsibilities at home so her employers’ 
support was important to her. This was common amongst all BB SAEMs. 
All AdH’s preferred to maintain a South Asian outlook to life at home and a 
British outlook to life at work to avoid confrontation. For example at work Sophie 
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altered the way she carried out her work to adapt to the changing nature of her 
job role, and at home she kept her social experiences a secret knowing that her 
family did not approve of them. 
For the two AdH females their British selves were apparent in all aspects 
outside the home including their social lives, with no mention of culture or 
religion. I make a distinction between social and home selves because I found 
that these SAEMs had a separate social life to the one that they disclosed to 
their families. These social selves outside the home were kept a secret from 
family. Other examples include having male friends. Where Sophie did mention 
one male friend to her family, she kept him, and other male friends, a secret 
following her fathers’ reaction. Similarly Humma kept her male friendships away 
from her four brothers, and secretly attended social events that her family 
disapproved of. 
In contrast, although AdH males also maintained a British self at work, their 
social selves outside the home reflected their religious beliefs. Lets have a look 
at Khan’s experiences as an AdH male. 
Khan was a 25-year-old young man who appeared to be older than his age. He 
had a mature image: tall with a short beard, wearing trousers and a shirt, and 
very well spoken with little slang language used. Like Sophie, Khan displays 
conforming behaviour at home: 
‘I chose GIS (geographical information systems) with Kingston 
University, I knew I couldn’t get that because my parents would say son 
why you going down to London for, who’s going to cook for you and look 
after you so eventually I took Bradford computer sciences.’ (Khan) 
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Khan also justifies his parents’ reasoning for not wanting him to live away from 
home. He defends British cultural values alike, but by providing an insight into 
his religious beliefs: 
‘With me it’s a tricky situation because obviously we’re not allowed to 
drink alcohol and what not but I sometimes think that we as Muslims tend 
to put ourselves in a situation where we make things difficult for 
ourselves when it isn’t necessary. You know like, where they’re going 
now, is a vegetarian restaurant in Leeds, there will be alcohol there but I 
don’t see no harm in going there and obviously being who you are, not 
drinking the alcohol and just having the food. I am considering going 
there this year.’ (Khan) 
To Khan being in the presence of alcohol is not against his religious beliefs. He 
disagrees with another Muslim colleague who has decided not to attend the 
above event because the restaurant serves alcohol. Khan does not judge other 
colleagues who want to drink: 
‘We judge people according to our own criteria which we shouldn’t be 
doing. We should judge people upon the criteria that they judge 
themselves upon. If they’re drinking alcohol and to them it’s ok then it’s 
fine.’ (Khan) 
This is the reasoning that Khan uses to defend his religious grounds. Religion, 
like philosophy, has many viewpoints, and for Khan being a Muslim does not 
mean to avoid situations where Islamically forbidden activities are taking place. 
He is not sinning as long as he is not personally participating in the 
consumption of alcohol. 
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Like Sophie, attending social events is a positive part of working life for Khan. 
An opportunity to arrange these himself was a high point: 
‘We had an event recently celebrating 20 years of GIS mapping at 
[current employer] which me and that colleague of mine organised. That 
was really good, because we managed to get a lot of people to come to it 
and made a lot of contacts outside of [current employer], just purely on 
the basis of networking, managed to see the managing director, had a 
chat with him. That was a high point.’ (Khan) 
This is an example of the type of experiences that Sophie felt she was missing 
out on. Khan’s extra involvement has not resulted in the progression expected 
by Sophie, but he has built strong relationships with colleagues from other 
departments. Khan agrees with Sophie, in that he is developing his skills at 
work through such involvement. 
Like Sophie, Khan had to be careful about disclosing some of his actions at 
home. Instead of lying about his actions, he just kept it a secret for as long as 
he could: 
‘It’s funny because I didn’t tell my parents. About 4 weeks before I was 
going that I decided to pack my bags and go. They asked who I’m going 
with and where I’m staying and I said I’m not taking anybody, I’m going 
on my own. They were saying what is up with this guy but I had to get up 
and have a break. Sometimes when you get used to the mundaneness in 
Bradford you just want to.’ (Khan) 
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Khan did this to avoid confrontation, however when asked explicitly he did not 
continue to keep his plans a secret, contrasting Humma and Sophie’s situation. 
There were obvious differences in gender within this group. Females had to 
make sure most parts of their British identities remained hidden from family 
members who disapproved. AdH males, on the other hand, did keep some 
things a secret, such as going on holiday, knowing that eventually their parents 
would find out. 
Relocating for work is not a South Asian practice, especially in Bradford where 
many South Asians commute to nearby cities or work in Bradford to stay at 
‘home’. Khan has kept his recent intention to move a secret: 
‘Now I am applying for this job in Preston. They don’t know about it but if 
they do find out about it they will throw a fuss about it thinking why is he 
leaving a good job that he has for. I will tell them when the time is right’ 
(Khan) 
Both Sophie and Khan come from large families and are the youngest of their 
siblings. They have protective parents and feel the need to be deceptive at 
times. For Khan his British self is the only way to move forward. He provides a 
scenario from University life to describe this: 
‘My friend at university told me a story of his best friend. He was sending 
out CV’s and did not receive any responses. Then he changed his name 
to an English name and kept everything else the same. The same 
employers who hadn’t replied got in touch with him. Either it’s paranoia or 
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there is an element of racism where they are keeping us where they think 
we belong, at the bottom ranks.’ (Khan) 
Like Nazreen, a Dominant British Hybrid, Khan adapted his British form at work 
to be accepted by others. I found it was common for male AdH’s to have a 
preference towards the South Asian culture, but their adaptive selves were a 
means to fit in at the work place where they felt their British culture had more 
value. This was different to female SAEMs, who seemed to have a preference 
for their British culture, but their Adaptive Hybrid forms were a means to please 
family members and fit in at home where their South-Asian values prevailed. 
Khan expresses the significance of adapting to meet religious/cultural 
obligations and personal ambitions: 
‘I had a job interview in Australia and it just goes to show that we live in a 
global world. And if I had got the job in Australia I would have persuaded 
my parents to come and live with me. A friend of mine from school, he’s 
now doing a PhD in my field. He’s basically been around the world but 
that is his worldview: this is my life and I have got to make the best out of 
it. But us guys we have to balance our religious world views which say 
that life is short and you have to get your priorities right in terms of the 
next life and also our own personal ambitions and there has to be a 
trade-off between the two.’ (Khan) 
Khan’s personal ambitions and future prospects are important to him, as are his 
religious and cultural values. Here he refers to balancing the various roles that 
he plays in life. I found Khan to be the most self-aware individual from all of the 
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interviewees. Being an AdH helps balance his priorities without losing out on 
either, so he compromises when adapting to two cultures: 
‘I am thinking of going [team meal] because if they [colleagues] respect 
my place as a person then why am I being an arse-hole and not 
compromising with them [referring to alcohol consumption].’ (Khan) 
Adaptive selves demonstrate a level of commitment to both their Western and 
Eastern cultural values. These individuals do not feel that one is more important 
than the other. Khan’s most recent employer is accommodating of his religious 
needs: 
‘It’s been good. They kind of give you facilities to pray and all that and 
they give you 4 weeks off during Ramadhan.’ (Khan) 
Khan’s reference to ‘give and take’ refers to an increased commitment to his 
employer, because his employer also compromises with him by recognising and 
meeting his needs. Khan’s loyalty extends to his colleagues:  
‘We’re [work colleagues] very relaxed and that had a good impact at 
home because now I can have time spent at home with family and again 
pursuing certain interests. It’s been a very kind of good arrangement, 
family life and working life, plus with flexi as well. Obviously I work 9-5 
but I come in at 10am sometimes.’ (Khan) 
Khan referred to his colleague as though he was referring to a collective group. 
He recognises the impact a positive working life can have on his personal life. 
Loyalty to an employer was common amongst all Adaptive Hybrids. Take 
Humma as a female exemplar: 
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‘Like I said before [current employer] is like my second home now, I’ve 
made a lot of friends; even the management are really good here. They 
treat us more like a friend than a worker so there’s no complaint about 
[current employer].’ (Humma) 
The perception of their employers’ treatment towards them is a deciding factor 
when reciprocating the same loyalty. The flexible working hours, provided by 
the employer, were perceived as a positive commitment. Both Humma and 
Khan specifically mentioned the importance of this in balancing home and work 
life accordingly.  
Like other Hybrid’s, AdH’s have some differences in their experiences as have 
been noticed with Sophie and Khan. Unlike Sophie, Khan is not offended by 
comments made about his South Asian culture, by colleagues who are not 
South Asian themselves: 
‘Sometimes you can have that, with some people you can have a bit of 
banter, there is no harm in it and you don’t take offence to it. It’s like the 
saying: bad manners amongst people who are good to each other is 
good manners.’ (Khan) 
A distinctive difference between Humma and Sophie was that Humma did not 
need to deceive her family as much, for example her family approved of her 
going out with her female friends where there was no involvement of alcohol. 
Although her family were more lenient, she herself chose to apply her South 
Asian self at home to please her family, and British self outside the home for her 
own personal preference. Humma enjoys her nights out, but does not drink. She 
cannot tell her family that she is going to an environment as such; instead she 
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tells them that she is staying over with a friend. Sophie, on the other hand, had 
to tell her family that she was attending a long distance training programme 
because work was her only escape from home: something she blames on her 
own past mistakes. 
Adaptive selves implement British and South Asian cultures separately, and 
they defend both in different ways. There were some small differences in the 
three SAEMs personifying AdH’s here, such as Humma’s annoyance at her 
conforming behaviour at home; females having a personal preference towards 
their British Selves and males towards their South Asian selves. Nevertheless, 
work associates a British self, whereas home associates a South-Asian self, 
common to all Adaptive Hybrids. 
Some gender differences were explored here as male and female SAEMs 
adapted differently. Males had no issues, nor any discussions of family 
reluctance towards environments serving alcohol and socialising. Females 
personally had no issues with socialising in alcohol serving environments, but 
their families were reluctant for them to attend such events. For some there is a 
need to be deceptive in order to keep the two cultures separate, for others the 
adaptive selves were a means to fit into two contexts that they felt required this 
adaptation. 
Both males and females see social events as beneficial to improving work 
relationships. While females justify their conforming behaviour at home they 
have also displayed challenging behaviour at work. Humma’s annoyance of her 
home life was subtle, but it seems to have gone unnoticed by her family as she 
continues to conform to her South Asian culture at home. SAEMs find that they 
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cannot always merge the two cultures therefore they adapt to them both 
separately. AdH’s demonstrated commitment towards their employers and job 
roles in various ways: Khan increased his responsibilities by participating in 
arranging social events, whereas Sophie did so by taking on additional roles at 
work. Overall, all ADH SAEMs seemed to be comfortable with their employers 
and colleagues. 
2.2 Amalgamate Hybrids 
Amalgamate Hybrid’s (AmH) form the final sub theme. Here the two cultures: 
both Ancestral (South-Asian) and Lived (British) come together to create 
something new. Amalgamated Hybrids integrate the values they acquire from 
living in the West, with the influences from their first and 1.5 generation South 
Asian parents.  
So far the exploration of Divergent and Emergent selves have recognised the 
roles that BB SAEMs play in the West where they develop the skills and abilities 
to learn, adapt, and excel with the support of the environment in which they 
work and live. I have identified that SAEMs within my research have done this 
by applying their South-Asian and British cultural values differently to their 
experiences. In Divergent Hybrids we saw Dominant South-Asian Hybrid selves 
(DSH) and Dominant British Hybrid selves (DBH). For these Hybrids either of 
their cultures: British or South-Asian played a dominant role in both their home 
and work lives. Divergent Hybrids were inclined towards either one or the other 
of their two cultures and this was demonstrated through their experiences at 
home and work. 
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Up to this point we have explored one type of Emergent Hybrid: that is the 
adaptive self. These individuals adapted both of their cultures: British and 
South-Asian, to the pertinent context in which they felt either had more value or 
relevance. There was a difference amongst female and male SAEMs, in that 
males had a preference for the South-Asian culture but adapted British values 
to their work context to fit in. Females had a preference for their British culture. 
They adapted their South-Asian cultural values at home, where the South-Asian 
culture was valued much more than their preferred British culture. 
I personally can relate to the AmH form much more than I can to the other 
Cultural Hybrid forms in the current point in time. I feel that in integrating my 
values from both my South Asian and British cultures, I relate to a different 
Cultural Hybrid form to the ones we have already explored. My current Hybrid 
self is flexible to my needs in meeting both cultural values, but not confined to 
either. I adapt and change where I see the best and most effective outcome, but 
neither culture nor context is the dominating factor. Instead the decision-making 
is an intuitive process that requires each experience to be considered 
independently, although this is not always a conscious decision. 
I have found that extended members of my family, i.e. my sister in law who has 
recently joined my family, often point out that I am unlike other SAEM females in 
the way that I dress and do things. Even my choice of work is perceptibly 
different to someone who is accustomed to traditional South Asian values. I am 
open to working late hours and do not allow my Eastern culture, where females 
are expected to work during reasonable hours (daylight), prevent my choice of 
work. In my most recent permanent employment I was contracted to work until 
10pm three days a week with overtime until midnight on some days. I am not 
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convinced this is related to my Western culture although I do see how it conflicts 
with my Eastern culture. Instead I would say my work choices reflected my 
adaptation to the student life I lived at the time. It was important to adapt my 
work around other commitments, such as university. However I also recognised 
the importance of the various cultural practices I faced: both eastern and 
western. I have noticed that my preferred flexible working patterns are common 
amongst SAEMs that I interviewed and will be presented here. Whether this 
commonality reflects our Hybrid Culture; an adaptation to economic changes in 
working patterns in a general sense; or something else, is a matter to be 
considered at a later point. 
This sub theme distinguishes a Cultural Hybrid form I have recognised as the 
fullest form of a Hybrid. Amalgamated Hybrids show signs of their South Asian 
selves as well as their British selves, with something new emerging. AmH’s 
overcome the struggle that all other Hybrids faced in balancing their two 
cultures. Thaira and Mahmood personify amalgamated cultural Hybrid forms. 
Thaira, a lecturer in Construction with a background in architecture, relocated to 
West Yorkshire from Scotland 6 years ago. When I first went to meet the 30-
year-old mother of three children, I was unsure what to expect. My aunt 
recommended her and because my aunt has always been close to her religion I 
expected the same of her friends. I myself have had times when I have been 
close to Islam and also far from it. Only recently I have embraced my religion 
much more than previously. I have learnt how lenient and fair my religion really 
is, and not saturated with patriarchal assumptions as I had always thought. 
However my aunt is also, like me, liberal in her thinking, and I have often put 
this down to her personality which I felt I mirror as she has always been my role 
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model. Nevertheless I did not think to expect the same of her friends, even 
those that are brought up in an environment where the Western Culture plays a 
huge part, i.e. Scotland as per Thaira’s case. Media also played its part in 
creating my stereotypical views. In the past decade I have noticed how Muslim 
people have been attacked for sharing a faith with a criminal, or a terrorist, or a 
gang of drug dealers. Females are then viewed as being supressed by these 
very criminals, who supposedly carry out their vile acts based on teachings of 
their religion. In challenging these stereotypes I learnt much more about my 
religion than I had previously known, only to realise that these individuals were 
not representing Islam just because they were born Muslims. Although my 
understanding improved, I still implicitly make particular judgements as I did 
when visiting my Aunt’s friend.  
I went to see this woman in fear that I might have to be less talkative, maybe 
not share my somewhat feminist views of Islam: those that oppose patriarchal 
interpretations of its teaching.  It makes me cringe when I write this because I 
cannot stand judgemental people, but from my personal experiences I have 
come to realise over and over again that patriarchal interpretations, or maybe 
mere stereotypes of any religion, will always exist. Anyway, much to my delight, 
I faced a mirror of my auntie, an inspiring young woman with amazing life 
changing experiences, the very reason my auntie has been my role model for 
the past 20 years! I wanted to smack myself for being so negative prior to this 
meeting and was overwhelmed by her story that I was excited to walk away and 
type up my transcription of this fascinating narrative. 
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It was common for all SAEMs to visit Pakistan or Bangladesh for significantly 
longer periods than they did when travelling to other holiday destinations. This 
was no different for Amalgamated Hybrid’s: 
‘I spent a couple of years in Pakistan. It was around when I was around 
2, 12 to 14 you can say.’ (Thaira) 
Mahmood, a male AmH, who was funny and had a charming and thoughtful 
nature, also stayed in Pakistan for longer periods than other holiday 
destinations: 
‘Probably about 2 months, maybe about 6 weeks’ (Mahmood) 
Staying in Pakistan for longer periods provided Pakistani BB SAEMs with the 
opportunity to learn their parents’ cultural values, first hand. Thaira described 
what this experience was like for her: 
‘It was actually a very nice experience. I don’t regret it at all and I’d love 
to be able to do that with my children to be honest. I think what I learnt 
from there, the true culture there, rather than what is brought over. I 
mean living there and seeing it first-hand it was, very different. I enjoyed 
that part of it, getting to learn and understanding why people had the 
thoughts they had. Because you saw what the culture was like and how 
people lived, how it was then brought over and then the differences in 
culture. And why we, when we were brought up here, don’t quite 
understand the elder’s values. Why we end up not conforming to their 
ideas.’ (Thaira) 
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Thaira found the trip to be a valuable learning experience, and described it as 
enriching in helping her understand her parent’s views. It helped her realise that 
her parents had to rely on her experiences in engaging with the British culture. 
This also helped me realise why both my parents understand my siblings and 
me differently: my dad was brought up in the UK so does not have to rely on our 
experiences as much as my mum does. Thaira is now keen to take her children 
to Pakistan so they can have the same opportunity to experience the South 
Asian culture first-hand.  
Thaira referred to her parents and grandparents as ‘elders’. One distinct South 
Asian custom is showing respect to elders and people within senior positions. 
As an Amalgamated Hybrid, Thaira also displays this South Asian customary 
practice at work: 
‘I picked some aspects up from my parent’s culture so because they 
were all older than me, I was the youngest one there, I respected them 
for their age. However when it came to knowledge, theirs was quite 
dated in certain aspects but I wouldn’t feel I couldn’t tell them and I think 
that it is because of the culture here rather than the culture that my 
parents were bought up in.’ (Thaira) 
Thaira also maintained her Western cultural values, and was not shy to provide 
constructive feedback. In the South Asian culture, correcting your elders is seen 
as disrespectful, but Thaira managed to find a balance where she co-ordinated 
two distinct values to achieve something new: an Amalgamated cultural Hybrid 
form. This example personifies something that was not seen amongst any other 
Hybrid forms and thus illustrates a balance of two cultures that I have so far 
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recognised as conflicting at times. However, Thaira was disappointed when she 
found that her students did not display these values: 
‘However the only other shock was because of these values I expected 
more, I didn’t find the same respect that I gave to my teachers. I didn’t 
find that I was getting that back from my students, whether they were 
Asian or non-Asian I did expect some respect for being their teacher or 
giving them information, for that bare fact that I have more knowledge 
than you and I’m passing it on to you so I think that shocked me a bit.’ 
(Thaira) 
Thaira’s surprise was not related to the common South Asian belief that you 
should respect your elders for their age. Instead it was down to her views of her 
professional role as a teacher and educator. To Thaira a teacher deserves to be 
respected in all capacities, by his/her student, regardless of the culture that 
either comes from. 
Other reflections, found in AmH’s include the choices they made to match their 
parents’ expectations of them. They recognised explicit encouragement 
received by parents towards school. Indications of how this encouragement 
contributed towards their future choices were reported through perceptions of 
these individuals in ‘Careers’. 
Amalgamated Hybrid’s felt their first and 1.5 generation parents pushed them to 
do well in school: 
 204 
‘I remember my parents being very much education education and even 
from primary school it was when you’re at home you’ve got to be, you’ve 
got to have some time when you’re catching up with work’ (Thaira) 
There was a shared notion of always having something greater to work towards 
amongst AmH’s. Like some Dominant South Asian Hybrid’s, Thaira did not 
mention Masjid as an after school activity, instead she mentioned a time slot 
allocated for homework or study after school. 
Amalgamated SAEMs were driven to be ambitious from a very young age. This 
was the only group of SAEMs that continued their education through to 
University: 
‘And it was very much you know, it was always leading up to getting into 
work, getting into university and coming out with something. So from an 
early age I remember it wasn’t just going to school, it was always to lead 
to something better.’ (Thaira) 
At school Thaira was expected to maintain a focus into her future. It soon 
became apparent AmH’s choices, specifically for females, were not aligned with 
their parents’ expectations for their future. However, when making future 
choices they wanted to make choices that balanced their own and their parents’ 
preferences: 
‘I remember trying to choose and not being quite happy because I was 
applying for things like dentistry, pharmacy and accountancy even you 
know but they just didn’t appeal to me. I was just doing it for the sake of 
 205 
doing it. Or because my parents were saying yeah you know that is a 
good place to be in.’ (Thaira) 
Thaira struggled at first to find something that pleased both her and her parents 
because she valued their advice, but was not content with the options they 
provided. In the end parental influence did not prevent Thaira from selecting 
something she preferred: 
‘I think I cared so much for their say in what I was doing is why I kind of 
wanted to make myself and them happy in a way. You want to please 
your parents and make them happy so things did work and I absolutely 
loved it.’ (Thaira) 
Thaira managed to meet her parents’ interests without sacrificing her own 
choices. She selected subjects to balance her own needs and desires with 
those of her parents: 
‘So maths was the other option which they weren’t keen on so 
architecture was one where it did have my interests with the art and 
some science for my parents as well. The school did really well in the 
maths department and I think it was something I absolutely loved. But 
when I was sort of on my own doing it I was struggling so I think that 
teacher had a lot to play with that and I thought I will be stuck on my own 
so it will maybe somewhere I thought is probably not best to go and 
hence architecture did seem to be the perfect option.’ (Thaira) 
Thaira felt that she had not sacrificed her own career choice for her parents’ 
preferences because she would struggle at university, without the correct 
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support, if she opted for her first choice: Maths. Compare Thaira’s experience of 
her maths teachers with the experiences of other BB SAEMs who found their 
teachers were unsympathetic and unsupportive. From Thaira’s experience we 
can see that the teachers’ role is very important in influencing how much BB 
SAEMs enjoyed or struggled with particular subjects. 
When entering work all SAEMs reported that their parents emphasised the 
importance of work. Thaira compared her working life to her parents’ 
experiences of working: 
‘My dad has worked all his life and he is hard working but in his country 
they would have shorter hours and work harder so they can get more 
done while they’re full of energy.’ (Thaira) 
Thaira felt that the working hours in the UK are problematic when discussing 
her own work experience. The conversation about her father followed on from 
this, thus she explained how she thought a working day would be more 
productive if it followed a similar pattern to that which her father experienced in 
Pakistan: 
‘Around 3 or 4 I think I was dead, I couldn’t concentrate as much. I think 
these last couple of hours are a waste really.’ (Thaira) 
Thaira suggested that in non-customer facing roles, the latter part of the day is 
spent chatting to other colleagues, thus is not resourceful. However, she used 
her time in other ways: 
‘The boss would come in and say the days you’re not here it’s nice and 
quiet. And we were, we would end up chatting, chatting but working at 
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the same time and that got me through the day to be honest, especially 
the afternoon. It was just speaking to the people. I mean they were older, 
they weren’t even my age but you always find things in common and 
interests.’ (Thaira) 
Thaira continued to work in the afternoon but at a slower pace, and also took 
this opportunity to get to know her colleagues better. Thaira has since left this 
role and is working in a different environment where she is in a customer-facing 
role. Before exploring some of her recent experiences let’s look at the 
experiences of a male AmH, Mahmood. Mahmood is the 23-year-old optimistic 
young man that I mentioned in ‘Careers’, and is currently working as a HR 
assistant. 
Similar to Adaptive Hybrids, Amalgamated Hybrids, such as Mahmood voiced 
increased commitment towards their employer: 
‘There was a very high volume of work to be done but it got done. The 
only reason it got done was because you put in your own time that you 
didn’t get paid overtime for.’ (Mahmood) 
Others who shared this commitment did not mention the issue of not being paid. 
Sophie, an Adaptive Hybrid, mentioned that she did not receive additional 
rewards for taking up various job roles that were not in her job description, such 
as debt collection. But working lengthy hours at any one time left SAEMs feeling 
exhausted and unable to carry out any other social activities. Thaira found the 
process to be bleak at best: 
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‘It was fulltime and I felt a bit caged if I’m honest with you. It was just, just 
conforming to those hours in a building, having an hour for lunch, going 
home. It became very, it felt like a really boring life.’ (Thaira) 
I wonder whether the Pakistani culture has an influence on working hours and 
flexible working. Flexible working promotes a healthy work-life balance, such as 
in Khan’s case where examples were provided of his positive attitude towards 
flexible working. But, working lengthy hours was problematic even to those who 
expressed strong commitment, such as Mahmood: 
‘Even though I had the weekend I’d still be planning what work I’ve got to 
do on Monday on my phone or when I’m sat down at home I’d get my 
phone and set reminders when I think oh yeah I need to do that as well. 
On my social and personal life it has had a big effect, to say I was 22 
when I was working at [employer] and I was home nearly every weekend. 
It’s not what you do when you’re young, well that’s not how I see it 
anyway; you know what I mean. You’d expect people to go out and have 
fun or go to the movies or go bowling and do whatever they do. But it 
affected me to the extent that even when I was at home it didn’t feel like 
free time, it just felt like a break to sleep rather than enjoy yourself; It was 
just to recoup and then get back to work Monday. It’s had a big effect but 
it’s just how it is though isn’t it.’ (Mahmood) 
Working lengthy hours had an impact on Mahmood’s social life, thus unpaid 
overtime resulted in demotivation. Mahmood did not feel his employer 
reciprocated, neither appreciated, his commitment and loyalty. Compare this to 
Khan, whom felt his employer was supportive and understanding of his needs. 
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Many SAEMs here did not elaborate on how to overcome this issue, but one 
solution provided was having working times around the setting and rising of the 
sun: to work longer hours in the summer and shorter working hours in the 
winter. Thaira, who is the only ethnic minority at her place of work, affirmed that 
this is not just an experience specific to BB SAEMs, but all her other colleagues 
feel the same: 
‘Even if he reduced my hours it would still be more worthwhile, it’s the 
way it is and I remember speaking to everyone and everyone saying 
around 3 or 4 you are tired and you are no longer able to work, especially 
after lunch when you’ve had your lunch and you’re wanting to wind down. 
And again I think it’s a problem in this country with the working hours that 
we have but yeah it kind of put me off.’ (Thaira) 
Thaira’s explanation suggests that this problem may not be related to the 
Pakistani culture, but instead a new culture emerging amongst 21st century 
work, with the rise of flexible working hours. Are employees challenging 
previous work patterns now that new patterns are emerging? It was difficult to 
find any literature on the British 9 to 5 working hours, but there is much 
literature (Joyce et al., 2010; Kelliher and Anderson, 2010; Hegwisch, 2009; 
Riley et al, 2008; Kelly et al, 2008; Yasbek, 2004) exploring the benefits of 
flexible working. 
Joyce et al. (2010) reports findings that indicate flexible working provides 
workers with more choice and control, which in turn has positive effects on 
wellbeing. Is there a similarity between Amalgamated and Adaptive Hybrids 
here, in that they both are trying to break away from the limited choice and 
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power that they face from parents’ or employers? We already know that there 
are differences in the values and behaviours displayed by Adaptive Hybrids, 
between home and work. Is it possible that, while these differences have not 
been so apparent in Amalgamated Hybrids, they are present in some form? The 
South Asian cultural values include conforming, so could it be that the western 
values of AmH’s are exemplified in their complaints about working hours? 
Kelliher and Anderson (2010) present evidence from their research suggesting 
that flexible working provides increased job satisfaction and organisational 
commitment in comparison to non-flexible working. Using social exchange 
theory the authors propose that employees working flexible hours exert 
additional effort so as to return the benefit back to their employer. Adaptive 
Hybrids, such as Sophie, were willing to work extra hours for their employer 
without expecting rewards. But Sophie did have the flexibility to change her 
shifts, as did Khan. However, Adaptive Hybrids demonstrated much more 
conforming behaviour at home and work alike. Compare this to Amalgamated 
Hybrids who are able to find a compromise that suits them when negotiating 
their choices with family, yet complain when they feel their employer expects 
too much. Are we seeing the same reluctance at work in Amalgamated Hybrids, 
which we saw at home with Adaptive Hybrids? Adaptive Hybrids secretly 
rebelled against their parents’ choices, but Amalgamated Hybrids have no way 
of escaping the extra workload that their employers expect. Instead, it seems, 
they are conforming to this practice, but at the same time their loyalty to the 
employer is not as extant as it may seem.  
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Nevertheless, increased commitment was noticed amongst these SAEMs in 
more ways than one. For example Thaira shared her understanding of the 
South Asian culture with her colleagues: 
‘Some of them [other staff] would bring problems and they’d say would 
this be an issue and sometimes it was like yeah actually it would and you 
know it’s our culture that we come from and sometimes it would be like 
no he’s just chatting you know, [the customer] is just making up some 
sort of excuse so I think it was good for them [other staff] to have, to give 
them more insight.’ (Thaira) 
Having identified another positive element to her ethnicity Thaira felt she should 
use this to support the roles of other colleagues at work. That is, the advantage 
of understanding the South Asian Culture in a western context was recognised 
only by Amalgamated SAEMs, who used these to create stronger relationships 
with colleagues. 
So far it has become apparent that relationships at work are important to all 
SAEMs in general. Mahmood, who came across as kind and often forgiving, 
had to face many difficulties at work due to health issues; including voluntary 
redundancy after suffering kidney failure. Nevertheless he wore a constant 
smile, even when talking about the most difficult situations, and came across as 
a very optimistic individual. He shares how his negative experiences do not 
impact his relationships at work as he feels that all employees have to deal with 
similar issues: 
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‘Again it’s because everyone’s in the same boat of being pushed more 
than 100% so your relationships are based on you all being on the same 
boat in a way.’ (Mahmood) 
A heavy workload does not hinder relationships with other colleagues, but 
instead strengthens them according to Mahmood. Such issues allow for a 
common ground, thus employees, such as Mahmood, find comfort in knowing 
they are not alone.  
Dominant South Asian Hybrid’s, and some female Adaptive Hybrid’s, felt they 
were unable to create close relationships with other colleagues without 
attending social events outside work. But Amalgamated Hybrid’s believed that 
how they interacted with colleagues influenced how they were regarded. As 
Imtiaz observed: 
‘With the respect my family has given me and they’ve given me manners, 
maybe that is what has made me have better relationships with my 
managers. The way I talk to them and what they tell me to do I would do 
it because I learnt that from my parents, definitely has a positive effect in 
the way I come across.’ (Imtiaz) 
Like Thaira, Imtiaz suggested a need to maintain close relationships at work to 
make it more enjoyable. Imtiaz’s conforming behaviour is apparent here, 
something he explicitly assigns to his parents values. Israr’s views on creating 
relationships at work with a view to progress, were aligned with Sophie’s 
suggestions: 
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‘Everyone gets on with me. I’ve been there for so long I’ve seen a lot, 
and they have moved me up to a higher job because I can’t only do one 
job, I can do 2 or 3 jobs.’ (Imtiaz) 
Unlike Sophie, whom we found had an adaptive identity, Imtiaz has learnt other 
ways, apart from social events, to create strong bonds at work that are 
influential to his development. Sophie felt that attending social events was her 
only way to bond with other colleagues.  But amalgamated SAEMs were not 
enthusiastic about the British drink culture. For some, such as Thaira, this 
clashed with their eastern cultural values as well as their religious values. 
Thaira was transparent about her thoughts on the British drink culture. She 
found that building relationships was not a difficult endeavour a majority of the 
time, but when social gatherings involved the consumption of alcohol she chose 
not to accompany her friends who preferred this method of socialising. She did 
not mention any influences from family or friends towards this decision, but 
instead presented a strong argument for this being a personal choice. 
Others briefly mentioned their reluctance to being in an environment where 
alcohol was consumed and did not elaborate too much on their reasons. Thaira 
was one particular individual who had an in depth discussion of the difficulties 
she faced with this aspect of work and social life in the West: 
‘I mean they would come out and meet afterwards but I still felt 
uncomfortable because I could smell it, I still have a laugh with them but I 
would kind of leave earlier or say I’ll see you tomorrow. But where I did 
feel more comfortable was with friends from other countries that didn’t 
have a drink culture and it wasn’t about going out to drink to have fun 
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and to loosen up at the end of the day and we would. We would go to a 
café and drink coffee and eat cake. We would go to each other’s house 
and watch something and I felt more comfortable with them. I felt really 
strong connections with them. My children have strong connections with 
them. Because we formed a relationship that was more, we had more 
things in common and I could do things with them. I mean most of them I 
did, I had lots in common when it came to the interests we had and the 
ideas we had, they were all really good and genuine people.’ (Thaira) 
Thaira found that non-British, European ethnic minorities did not follow the ritual 
of drinking during work related or other social events. In contrast, experiences 
with white British colleagues suggested that the presence of alcohol was a must 
in order to have a good time. However this did not prevent Thaira from building 
relationships as we had seen with Dominant South Asian Hybrid’s. But the 
times of socialising with particular colleagues were limited. Let’s look a little 
deeper into Thaira’s experience to compare the difference in her relationships 
with British and non-British colleagues: 
‘I must say it was a drink culture that kind of did show the difference 
when It came to socialising with friends, that I have to say. What is sad is 
that they can’t see that they can still have a good time without having 
that, and their still stuck in that part of the culture and wouldn’t be able to 
break away from that. And you can’t quite show them that I’m having a 
good time but I’m not drinking. I mean the other European countries they 
do drink too but not like Britain. I remember there was a guy from 
America and I had a really close relationship with him because I knew he 
wasn’t doing the same things. And there was a group of us that did 
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enjoy, it’s not like we hung out in coffee shops all day long. We’d 
sometimes go out to Art galleries and have something there. It wasn’t 
always something as pompous as that either, you’d go out and watch 
something. There was so much more to do than to drink.’ (Thaira) 
Soon into the conversation with Thaira it became apparent that the consumption 
of alcohol was not the issue, but instead it was the culture created around such 
consumption that was problematic. As described by Plant and Plant (2006) the 
consumption of alcohol is increasing more and more in the UK, as opposed to a 
decrease around the world, and from a very young age. The authors refer to 
this as ‘Binge Britain’, which is also the name of their book. With relaxed 
licensing hours there is a concern that the recent rise in binge drinking can only 
get worse. Benger and Hoskins (2012) recently report that the UK’s ‘Chief 
Medical Officer has warned that Britain’s ‘binge drinking culture’ is damaging 
greater numbers of young people than ever before’ (p.1). Although there seems 
to be a widespread concern that this ‘binge’ culture can be harmful to society 
with much research exploring this issue, there are few reports on how this has 
affected integration of ethnic minorities that do not adopt this culture for 
religious or other personal reasons (Watters, 2011). 
Fletcher and Spracklen (2013) look at the impact of the British culture on ethnic 
minority professionals within the sports industry. The authors state that ‘x (p.1). 
This would suggest that the drink culture is a British cultural practice that has 
been present in social customs for centuries. Fletcher and Spracklen (2013) 
interestingly noted early accounts of British history where the drink culture 
excluded women because drinking was seen to be a male activity. However, in 
more recent years it is more acceptable for women to attend bars and clubs 
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without being criticized. This restriction is now something that ethnic minorities 
face for personal, cultural, and religious reasons. Britain’s strong drink culture 
was identified as one of the key topics in this theme of Hybridity. The reluctance 
found amongst Amalgamated Hybrids, and Dominant South Asian Hybrids 
alike, was aligned with Fletcher and Spracklen’s (2013) findings, in that SAEMs 
felt socially excluded at work as a result of this drink culture.  
Working hours were also identified here as problematic by SAEMs with flexible 
working being a much more preferable option. While Joyce et al. (2010) 
reported that flexible working has positive effects on health and well being, 
Kelliher and Anderson (2010) highlighted the benefits of flexible working for 
employers as well as employees. There was no literature to support the findings 
of traditional British working hours being problematic as per the findings from 
storied SAEMs accounts that deemed the end of the working day as pointless 
and wasteful. 
While Amalgamated Hybrids felt it was important to maintain positive 
relationships at work, both their British and Eastern values had a part to play 
here. There were differences between amalgamated and Adaptive Hybrids, but 
it was interesting to find some similarities too. While adaptive Hybrids adapted 
their preferred cultural form to the context in which they were in, Amalgamated 
Hybrids managed to create an amalgamation of cultures, but only in some 
cases. 
In terms of the drink culture, most Amalgamated Hybrids decided not to attend 
social events for religious reasons, but unlike Adaptive Hybrids this was not 
related to reluctance from family. Instead AmHs made a personal choice based 
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on their individual experiences. AmHs also managed to bring some of their 
South Asian values into the workplace, something uncommon to other Hybrid 
forms who felt that their South Asian values have no place in a British 
workplace. This worked well for Hybrids, such as Thaira, who felt that her 
insights supported her colleagues understanding of most of their customers. 
Another distinct difference amongst AmH’s was their ability to overcome their 
parents control through finding a compromise that worked for themselves and 
their families. This was different to Adaptive Hybrids, who, on the surface 
seemed to conform, but in reality had a secret life. Overall it was apparent that 
AmH’s did not struggled with the differences between the eastern and western 
cultures, whereas other Hybrid forms did. 
Summary 
In exploring the four Hybrid forms, found within this research, I have explained 
the Hybridity framework, suggesting that there are at least four different Cultural 
Hybrid forms amongst SAEMs. Although these were not static over ones 
lifetime, I expected them to be consistent during periods in ones life. 
Since the development of the framework: of four Hybrid forms, I have created a 
complex theory (to be presented in the chapters to follow). During this process I 
realised I had to revise the Hybridity framework (figure 2), thus updating the 
version presented in the opening of this chapter. In doing so, I am suggesting 
that, the four Hybrid forms are not consistent during periods in ones life: instead 
they are fluid. There is fluidity in the shift from one hybrid form to another, and 
the numerous forms we can possibly experience, beyond what has been 
presented so far. With this acknowledgement came many questions in my mind 
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about the movements that may have taken place, which were not accounted for 
in the single hour of the interview. 
Figure 2: Hybridity Framework (revised) 
 
 
 
 
 
 
 
 
 
 
 
Moving on from the Hybridity Framework, I initially intended to conclude this 
chapter with a new theory. However, the process of applying this theory to my 
own experiences led to a change in my self-awareness, in a way that I had not 
experienced before. Thus to this regard, this new theory is owed a chapter of its 
own (or even an entire part), so that I can explain my theory of self-
understanding, through illustrative examples taken from the life stories that have 
thus far been explored.  
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Phase 3: Sophisticated Theory Development 
“What strikes me is the fact that in our society, art has become something which 
is related only to objects and not to individuals, or to life. That art is something 
which is specialized or which is done by experts who are artists. But couldn't 
everyone's life become a work of art? Why should the lamp or the house be an 
art object, but not our life?” Michel Foucault 
This quote has been taken to prepare the reader for what is to follow. The final 
part of this thesis begins by presenting a theory of Complex Hybridity. This 
theory has been developed by taking insight from the work of David Hume, a 
philosopher known for his works on Human Nature. It was exciting for me to 
stumble across a philosopher who was interested in human nature. However, I 
was bemused by his consideration of philosophical relations to objects, because 
to me they said so much about people. 
It was at this point that I began to realise the relevance of Hume’s work. As I 
was reading the philosophical relations applied by Hume to objects, I 
wondered:, why did he not apply these to human experiences? Through these 
relations, can we not begin to recognise our hybrid forms? Our lives are a work 
of art, and only through exploration of our many experiences can we truly 
appreciate who we are. I pondered on this idea, and then decided to experiment 
with my own life story. During this experimentation I realised I was challenging 
the categorisation of people into major identities. I recognised the importance of 
all the experiences in our lives that are like Lego pieces, once connected 
together they help us realise our unique sense of self. This final section takes 
us to the next phase of understanding our Hybrid selves. 
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CHAPTER 5: Theorising Hybridity 
So far the analysis chapter has created a framework of four Cultural Hybrid 
forms of the self. The British Born South Asian Ethnic Minorities (SAEMs), 
explored within this research, were categorised into these four Cultural Hybrid 
forms. Throughout this process, I asserted that the intention was not to 
generalise them as the only Cultural Hybrid forms within the wider South Asian 
community, but to better understand the complex nature of Hybrid selves. 
Having put SAEMs into four categories I froze the Cultural Hybrid forms. I will 
now expand on my ideas from this framework, and thus add to my findings so 
far. I am therefore suggesting that the four Cultural Hybrid forms I have 
presented so far, provide only a limited understanding of what is meant by 
Hybridity in this thesis. 
Introduction 
Firstly let’s understand how I came to realise the findings I presented above. 
After identifying the framework presented of four Cultural Hybrid forms, I 
reflected upon my findings. During this reflection I realised that in attempting to 
address the uniqueness of SAEMs I accidently deprived them of their 
individuality. I realised this after declaring myself as the fullest form of a Hybrid: 
an Amalgamated Hybrid. When exploring my own self to explain my findings, I 
began to see that I did not fit into any one of the categories I had presented. 
Instead I move between the categories from moment to moment. I would like to 
think I am unique in doing so, but then what about the SAEMs that I have 
labelled? Are they not also unique? 
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During the fieldwork I had realised, through speaking to my interviewees, and 
through other observations of my local South Asian community, that all SAEMs 
appear very different from one another. But my research training in qualitative 
methods required that I arrange them into categories, which is what I 
subsequently did. Socrates once said ‘wisest is he who knows he does not 
know’ and this statement applies directly to my search for clarity, which plunged 
me into the realisation that all the work I had done in analysing the transcripts 
and writing the previous chapters had led me down the wrong path. I was aware 
that there was so much I was missing, but I did not know what this was until I 
had created these categories, and subsequently my process. Most importantly, 
my self-reflection made me appreciate that we categorise to make sense of the 
world around us. 
The importance of this realisation can be better understood through the work of 
Foucault. Whilst some of us regard categorisation of humans to be nonsensical, 
to Foucault this was an opportunity to realise the limitations of categorisation. 
He was particularly interested in classifications developed in the social and 
behavioural sciences, to better understand human nature. By appreciating the 
limitations of putting people into categories, we are positioned to understand, 
not only the conceptual limitations of such categories, but also how they repress 
human potential, and limit us to assume a universal objective reality. In the early 
presentations of my findings to others, including British Born SAEMs, I was 
encouraged that my findings made sense and fit in well what we see on a daily 
basis. After some reflection and insight of Foucault’s works I now appreciate 
that we, our-selves, internalise the domination of categories, and make sense of 
our selves through such categorisation. But it is the development of self-
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awareness that helps us understand this domination, and break free of these 
limitations that we impose upon our selves. 
So through making sense of my data, during my analysis, I located four cultural 
forms that I present as a framework, to help me explore Hybrid forms. However, 
this framework was created from the urge to categorise, and the requirement in 
qualitative research methods that I do so. So now I challenge my initial 
development, and question, whether there are as many Hybrids in the world as 
there are individuals? Could it be that I only managed to locate four of the many 
Hybrid forms, to meet the requirements of my research training within a short 
timescale? 
Concurrent with these thoughts I was thinking through the question of whether I 
was exploring identity or the self. I continued my journey by doing some further 
reading about the self. Foucault helped me realise the importance of self-
awareness, which I need, to break free of internalised categories. This was 
useful, in my search for someone who would help me appreciate the importance 
of self-construction, and later help me realise my categorisation of SAEMs into 
merely a few, through self-awareness. However, this was not sufficient, as I 
now needed to find a way that this can be done. Foucault’s ideas, although 
compelling, do not explore the emotions and motivations that owe to the 
composition of the self (Clarke, 2011). My primary research shows these are 
significant when considering the self. Although our motivations and emotions 
may change from moment to moment, they have developed from our past 
experiences. As a human I think, I feel, and through this thinking and feeling I 
reconstruct my future motivations and my self. Throughout my analysis I found 
that motivations and emotions arise from our interaction with our past 
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experiences. It is this interaction with our past and present that makes us 
unique, and provides us with a sense of self that cannot be experienced in the 
same way by another. So how then can I develop self-awareness? Where do I 
begin, to explore my self? 
During an interview in 1982, Martin et al. (1988) recorded Foucault’s response 
to a question regarding how he views his own work. Foucault replied by 
asserting ‘My role - and that is too emphatic a word - is to show people that they 
are much freer than they feel, that people accept as truth, as evidence, some 
themes which have been built up at a certain moment during history, and that 
this so-called evidence can be criticized and destroyed. To change something in 
the minds of people - that's the role of an intellectual’ (Martin et al., 1988:10). 
This is the ‘role’ that I seek to play, in the lives of not only British Born South 
Asian’s, but also in the minds of those that these individuals work with, for, and 
amongst. 
In this search I came across David Hume. I noticed that Hume’s ideas illustrate 
some of my original thoughts during data collection: that although I might fit into 
various broad categories, or put ourselves into such categories, how I arrived 
there is different from any other every individual, because all of our experiences 
are different. Ultimately no two experiences will be the same, even if they are 
categorised as similar. I found that David Hume’s early works had the most 
explanatory power. When reading his philosophical relations I began to 
understand what my model was missing – the exploration of SAEMs 
experiences with more than one dimension in mind. I had focussed so deeply 
on the cultural context of my research participants that I had failed to address 
self-making from other dimensions. 
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From Hume’s work, and my own research so far, I developed a theory that 
takes me to a better understanding of SAEMs Hybrid forms. Hume’s work took 
me to the understanding, that there are many Cultural Hybrid forms. These 
variations of Cultural Hybrid forms are not important; instead it is the self-
awareness that SAEMs can gain from realising them, that is. The following is a 
visual representation of the theory that replaces my previous claim to 
understanding Cultural Hybrid forms; I name it Complex Hybridity. 
Figure 3: Visual Representation of Complex Hybridity 
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others into categorical forms. The above visual representation illustrates the 
dimensions of Complex Hybridity. The following section will propose and 
discuss the six dimensions pertinent to understanding our Complex Hybrid 
forms. 
Note: Each dimension in the above diagram is a separate piece of the complete 
theory, presented as jigsaw pieces. A jigsaw implies all pieces build up, to a 
static-whole, something I will later qualify. For now, the presentation as a jigsaw 
emphasises the importance of applying all dimensions when considering this 
theory of Complex Hybridity. Once SAEMs experiences have been explored 
through each dimension, the reader will have a more informed understanding of 
what I mean by the individual Cultural Hybrid self. 
The six dimensions need to be considered alongside our life experiences to 
understand the complexity of our Cultural Hybrid forms. If a table was to be 
created to systematically consider all dimensions I will have at least eight 
columns (South Asian culture, British culture, and the six dimensions) and up to 
eight rows. The possible combinations of these cultures and dimensions lead to 
at least 6435 Cultural Hybrid forms. In fact, the more I think of this and apply it, I 
realise that the number of Cultural Hybrid forms, are innumerable because no 
two experiences will be identical, even if experienced by the same person twice. 
The following discussion suggests that Hybrid forms are created via different 
mixes of experience. Thus, revealing how someone that I previously labelled as 
emergent is also divergent in a moment-by-moment change. SAEMs are not 
moving between permanent forms, but are instead constructing and 
reconstructing their selves through experiences categorised into common 
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forms, as well as other categories that have not been determined. In doing this 
SAEMs are creating a form of the self that is unique to that particular individual.  
Via a detailed discussion of the dimensions the reader can begin to understand 
the complexity of Cultural Hybrids. Here, I will take a step back and expand on 
my previous findings; to be illustrated through examples from the lives I have 
already explored. But, firstly, what is a Cultural Hybrid form? A short discussion 
in this concluding section will be useful before considering the six dimensions 
that inform Complex Hybridity. 
1. The Cultural Hybrid Self 
The significance of self-understanding surfaced during speculation of four 
Hybrid forms presented as a framework in Chapter four. In exploring the 
contextual experiences of British Born South Asian Ethnic Minorities (SAEMs), 
the role that dual cultures play, in our self-understanding, emerged. These dual 
cultures have been identified as Lived and Ancestral: thus British and South 
Asian in the current research context. These cultural explorations illustrated 
what it means to be a Cultural Hybrid within the current research: different 
things to different people. It is important to appreciate that we are all different, 
and how we are all different, before presenting a theory to guide us towards 
self-awareness. 
Through exploring cultural values, and interactions that participants have: with 
past experiences; other people; and the environment, I can begin to appreciate 
individual differences in the roles I play. Although identities are recognised by 
society as the various roles I have, my sense of self plays a key part in the 
enactment of such roles. For example, one social worker will not have the same 
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sense of self as another social worker, although they both hold an identity of 
being a social worker. Their roles as social workers will have the same label but 
how they are experienced will vary, as for other roles, such as a mother, a 
teacher, a brother, a friend, or even a human being. Add national and ethnic 
cultures to these roles and now we have to consider not only what it means to 
be a mother, a teacher, a brother, or a social worker: but what it means to be 
any, or all, of these as a ‘British born’ ‘South Asian’. 
Our dual cultural experiences, South Asian and British, add something to the 
enactment of roles and sense of self. This is what I refer to as a Cultural Hybrid 
form. We experience roles differently regardless of the identical label they carry 
for all of us. We have different motivations and priorities towards these roles, 
which change from moment to moment. In addition to personal experiences, 
and consideration of two or more cultures, any theory of self-awareness for 
Cultural Hybrids, should offer exploration of experiences from more than one 
dimension. Such exploration will avoid bias created by over-emphasis of 
something that may not be as important as it seems. For example, I may 
discuss ‘ethos of care’ extensively during my life story as a significant influence. 
The quality of these discussions, and their alignment with other discussions, will 
apprehend its personal significance to an individual. This, and comparisons with 
others experiences will eliminate claims of universal objective reality. Taking an 
example from the preceding sections, Israr, the very Western individual who 
despised his South Asian culture, had emphasised the significance of honesty 
and his detest of deception. However, when this was considered in light of other 
experiences, it was apparent that this value is an expectation he has of others, 
and does not apply to himself. 
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Lieblich et al. (1998) affirm that we tell, revise and retell stories throughout life, 
however apart from revealing we also shape our selves through story telling and 
through these stories we ‘discover ourselves, and reveal ourselves to others’ 
(p.7). The process of exploring the Cultural Hybrid form can be understood 
through this explanation, in that through revealing stories of our lives and 
experiences we re-shape and discover our selves. During informal meetings 
outside the context of this research, my participants informed me of the self-
awareness they realised after the life story interview, something that had 
previously gone unnoticed. It bought the realisation of their individuality, and 
how no one else can claim to be like them because nobody else shares the 
same life story. One SAEM specifically mentioned that previously she had 
compared herself to her siblings, but after a discussion of these experiences 
she realised that being raised by the same parents does not change the fact 
that they are all so different. Nevertheless, the lives explored were unaware of 
the shifts in their Hybrid forms, but analysis of their life experiences revealed 
these shifts. For example, the life stories revealed how individuals had moved 
from Dominant South Asian Hybrids to Dominant Western Hybrids. Although I 
previously froze this shift and considered it something that happens over a 
period of time, I aim to present it as a moment-by-moment shift that occurs 
more often in the concluding chapter to this thesis. 
Thus far I have explained that key experiences of an individual’s life inform self-
understanding, including factors, we may be hardly aware of, such as cultural 
values, beliefs, and belief systems. I grew up knowing how to believe or to 
behave but without knowing that I know. This knowledge influences my 
reactions to specific experiences. In the same way my cultural values will 
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influence my experiences or roles, whether I know this or not. To some these 
roles may be sub-selves; to others they are merely roles one is accustomed to 
in life; but for both the experiences of culture will add to the formation of the 
Cultural Hybrid self. Through exploration of my experiences, these factors 
began to surface, and only then did I discover my self. I can explore my Cultural 
Hybrid form via a theory of self-understanding: that is the theory of Complex 
Hybridity. 
The following section will deliberate, the six dimensions pertinent to self-
understanding. These dimensions together form Complex Hybridity. 
2. Composite Hybridity: Six Dimensions 
As mentioned previously, David Hume was a key influence in constructing the 
six dimensions pertinent to Complex Hybrid forms. This section will explore this 
influence and present the six dimensions to the theory of Complex Hybridity. 
While not claiming to have in depth knowledge of Hume’s work, his ideas were 
most useful, and had the most explanatory power for understanding the self. 
From Hume’s (1984) discussions, of cause and effect, I moved beyond his 
connection of objects by the sources of relation. Instead, I considered how 
these sources of relation can be adapted to people and their self-understanding. 
Thus, it would be fruitful to apply the findings from this chapter using, not 
objects or ideas, but experiences. People are social beings that influence each 
other, so that in essence, each owes self-making to another (Ratner, 2000). I 
will discuss Hume’s first six sources of relation with this in mind. Hume’s 
seventh philosophical relation, of cause and effect, will not be included here. 
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2.1 Resemblance 
Hume outlines seven sources of philosophical relation, the first of which is 
resemblance. He writes that all objects will have some degree of resemblance. 
Resemblance, in relation to social selves, includes aspects such as gender, 
race, religion, sexuality and so on. We share similarities with many others, and 
these similarities influence the perceptions of our selves and others. In the 
context of the current research, cultural similarities, or in some cases biases are 
influential. Culture refers to ethnic culture or ethnic values. Hume asserts that 
‘when a quality becomes very general, and is common to a great many 
individuals it leads not the mind directly to any of them; but by presenting at 
once too great a choice’ (p.61). Resemblance robs the subject of its personal 
meaningfulness, denying us our unique sense of self. In terms of ethnicity, 
resemblance includes those generalisations made towards particular ethnic 
groups. Not only are people presumed to be representative of a particular 
ethnicity, but they must also behave as members of that group are supposed to 
behave. This is the first dimension in the proposed theory of Complex Hybridity. 
Resemblance is important when understanding our perceptions of our 
experiences, how we think others perceive us, and how we perceive others. A 
resemblance can relate to current experiences, and also comparisons we make 
with past experiences. This might be a role shift, where previously we displayed 
a value that we now expect others to also display towards us. Thus the 
relationship between the personal and social self is significant here. When 
considering social identities such as gender, race, religion, sexuality, class, and 
culture there are a set of ‘norms’ and ‘stereotypes’ that influence the self. We 
can explore experiences of resemblance, to better understand our Cultural 
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Hybrid forms. Lets return to thinking through some of the people whose 
accounts were discussed earlier. 
Thaira, the mother of three who teaches construction, expected respect from 
her students because she respected her teachers. This surfaced during Thaira’s 
discussion of her disappointment when her students did not reciprocate her 
thoughts.  So, in terms of resemblance, did Thaira learn to be a teacher from 
her own experiences of being taught? She only briefly mentioned her values as 
a teacher, but from this mention we can see how her past experiences 
influenced her current knowledge, and expectations of her students. If the 
enactment of a specific role by one person was learnt through a past 
experience, does this then mean that every individual will enact such a role in 
the same way? Do all teachers learn to be a teacher like Thaira did? I would 
suggest that we all learn to be any of our various identities differently, based on 
the significance of some experiences, compared to others. For Thaira being a 
Teacher resembles her experiences of being taught. Let’s have a look at 
another experience: one where culture plays a part in resemblances. 
Sophie, the young female who recently lost her brother to a terminal illness, 
discussed an experience of resemblance, in much more detail. In a one to one 
interview with Sophie, her manager tried to relate to Sophie’s situation at home, 
by suggesting that she understood the importance of family in the South Asian 
culture. But to Sophie, her manager was not as well informed about the South 
Asian culture. She disagreed with her managers’ suggestion of understanding 
her family ties, although she did not express this directly to her manager. Is it 
possible that Sophie’s manager learnt about the South Asian culture from other 
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South Asian colleagues? If so, then were the manager’s thoughts reflective of 
an assumed objective reality? 
Lets compare this to Sophie’s parents understanding of the British culture. Her 
father felt that he was well informed about the British drink culture, and 
expressed his negative views towards it. Once again Sophie did not disagree 
with her father, but from her experiences of attending social events where 
alcohol was consumed, we saw that she did not share the same negative views. 
Were her father’s thoughts also reflective of an assumed objective reality, as 
per her manager? How then were Sophie’s thoughts and feelings shaped 
differently to her fathers?  
From both of the above experiences, we can see that there is a resemblance, in 
that Sophie does not agree with the views that each of the external actors 
(manager and father) has of the others culture. Having experienced them both 
first hand Sophie was in a position to make her own judgement, one that was 
personal to her, rather than an assumed objective reality that she expects 
others to share. The resemblance here is in Sophie’s reaction to both of these 
situations. To both external actors it would seem that Sophie agreed to their 
understanding, but from an exploration of her thoughts and actions to follow we 
were able to create a meaningful understanding of Sophie’s personal self. 
Previously I suggested that Sophie was an Adaptive Hybrid, one who adapts to 
South Asian values at home and British values at work. Her conforming 
behaviour at home and her challenging behaviour at work were separately 
categorised. After having a closer look at these particular experiences with her 
father and manager it is apparent that this conforming behaviour is not just at 
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home. It also takes place at work when discussing her South Asian culture with 
her manager. Has the British self at work shifted in a situation where Sophie 
was reminded of her South Asian culture? Is there another form here that I had 
not previously noticed? This resemblance has bought to the surface two factors 
that I previously missed: one is the moment-by-moment shift in Sophie’s 
Cultural Hybrid form, and the other a form that may or may not be related to her 
culture. Previously I related compliant behaviour to the South Asian culture, but 
can this be related to other factors, such as our need to maintain good relations. 
For one person being obedient may be spiritual, whereas for others it may be 
cultural, or a means to build relationships and so forth. By exploring the 
resemblances in our experiences of being obedient we can better understand 
our selves and our motivations. This is then another reason why resemblance is 
an important dimension to consider. 
From only two SAEMs we have found that resembling experiences can be 
explored differently for different individuals. In Thaira’s case the resemblance 
between her distant past experience and current experience is significant. For 
Sophie, the resemblance in her reaction to two experiences in a similar 
timeframe was noteworthy. Through these examples we discovered differences 
between experiences of resemblance. For some, resemblance, in the most 
basic sense, is the similarities we hold with others. That includes our 
perceptions of these resemblances, and our reactions to how others perceive 
them. For others resemblances may reveal our motivations and expectations 
towards various experiences. In either case the influence of resemblances will 
shape our experiences differently. 
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Having considered resemblances that impact our expectations and motivations, 
let’s look at resemblance from the perspective of others. Experiences of such 
resemblance can have both positive and negative outcomes. We may benefit 
from the resembling perceptions that others have of a group that we belong to. 
This same resemblance could be a cause for concern if the perception is seen 
as problematic. Nazreen, the mum of two, removed her hijab to find work. 
Nazreen felt her potential employers rejected her application because her 
physical image (hijab) signified her religion. She removed her hijab to overcome 
biased treatment, after realising that the perceptions of her community were 
problematic in securing a job. Here, resemblance in the most obvious form 
insinuates racial inequalities. This experience is subjective to Nazreen’s 
perception. How then would it differ if someone else had the same experience? 
Here we should remember that although we are considering resemblances that 
we feel others have, it is our reactions to these resemblances that raise self-
awareness. 
On a final note resemblances from the perspective of others can include shared 
similarities: recognised as favouritism in the context of work. Favouritism can 
take place in many forms and often we like to work with people similar to us. 
Israr, whom I also labelled a Dominant British South Asian, mentioned that 
promotion through favouritism was popular in his workplace. This is when we 
are perceived to have something in common with the person who is making the 
judgement. How does such a resemblance impact our actions and motivations? 
Israr did not experience favouritism, but he noticed its presence in the 
workplace. How then did this impact his motivation and attitude towards work? 
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In all of the above experiences, resemblance played a part in determining the 
choices SAEMs made. Overall, this section asserts, that even when considering 
resemblances, no two experiences will be the same. 
2.2 The Physical Self 
Identity was the second of Hume’s philosophical relations. Without this relation, 
‘no philosophical relation can exist’. Hume suggests the notion of the ‘self’ is 
only through perception, that is, it is the perception that is real rather than an 
actual self. In his words, ‘I never can perceive this self without some one or 
more perceptions; nor can I ever perceive any thing but the perception: Tis the 
composition of these, therefore, which forms the self’ (p.676). Hume is 
accepting the possibility of understanding the self through ‘perceptions’. Thus, 
the physical self is the second dimension of Complex Hybridity. 
The colour of skin, biological gender, and genes (that form the internal and 
external makeup), all contribute to our perception of the self. It is through that 
perception that one makes sense of the self. The physical self refers to how we 
perceive our bodies and thus our selves in relation to our bodies. Our physical 
self is also the first perception that others have of us. Notably, other’s 
perceptions of my self will influence my own self-perceptions. All this provides 
scope for exploring experiences related to the physical self. That is, three types 
of perceptions relate to the physical self: 
1. Personal perceptions of our physical self;  
2. Perceptions we think others have of our physical self; and 
3. Perceptions we have of others based on their physical appearances. 
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There were many descriptions of these three by Israr, but firstly lets begin with 
my initial perception of Israr’s physical appearance. From looking at Israr and 
noticing his several piercings, I would not have known he was Muslim or South 
Asian, had he not told me himself. I have learnt, that in my religion, piercings 
are forbidden for males. For that reason I would have thought he was not a 
‘practising’ Muslim at the very least. I am also aware from my personal 
experiences of culture, that piercings are not acceptable for males. My brother 
had a pierced ear, and he took his stud out when he came home so that my 
parents would not see it. Similarly, Israr had piercings, but on various parts of 
his face, something that I was sure would be difficult to disguise. It was only 
through discussion with Israr that I realised I had misjudged him based on my 
perception of his physical appearance. 
Israr’s discussions revealed his conscious effort, to set himself apart from a 
community that he held negative perceptions of. When discussing other 
Muslims, Israr indicated despise towards their expression of religion through 
their clothing, for those who also held bad habits. For example, Israr felt that it is 
inappropriate for women who wear the hijab to smoke publicly. Smoking is not 
forbidden in Islam but it is also not favourable, therefore there are diverse views 
on its acceptance from a religious perspective. However, I was surprised by 
Israr’s reactions, because from his appearance I had assumed that he was a 
liberal Muslim, yet he held such extreme religious views. From this experience 
we can see the perceptions Israr has of others based on their physical 
appearances. Was this imposition by Israr related to his personal experiences? 
For a long time his family rejected his choices that did not fit in with religion. Has 
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Israr learnt to be a Muslim through the impositions of others? Is it this 
expectation that has shaped Israr’s perceptions of others? 
In another experience, when working at a restaurant, Israr explained that he 
was not like the other SAEMs that he worked with. To Israr, his physical image 
represented a similarity to others (South Asian colleagues), by some others 
(Caucasian customers). Israr felt that his Caucasian customers held the 
perception that he was similar to his colleagues: a migrant worker. His reaction 
to this perceived perception was negative. In just one experience Israr has 
exemplified two representations of this dimension. The first, a perception of his 
own physical self, and how he views it to be different to others from a similar 
background. The second, the perception that he thinks other have of him, which 
is negative. 
Returning to Israr’s numerous descriptions of others in his South Asian 
community, lets explore another experience. Israr was vocal about his thoughts 
towards others, thus his description of imams were examples of his antipathy 
towards practicing Muslims. To Israr they were hypocrites, because they 
practiced and preached religion, whilst their offspring were engaging in illegal 
activity, such as drugs. Israr did not provide any evidence, or discussion to 
match this accusation, but his dialogue indicated his despise. Can our 
perceptions of someone be generalised to his/her family? Can one family 
member represent another’s thoughts, feelings, motivations or actions? Is Israr 
assuming this to be true based on the expectations his family have had of him? 
Does this mean that our perceptions of any one person extend beyond the 
physical image of that person, to the physical image of everyone else that we 
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associate with that person? This exploration adds yet another type of perception 
relating to this dimension: 
4. Perceptions we have of others based on their extended relationships, 
whether work, family, social groups etc. 
Our physical appearance is more than our biological makeup. It includes our 
mode of dress, and our appearance. In this fourth type of perception we may be 
perceived as similar to: others in our organisation because we wear the same 
uniform; others with the same religion because we wear a hijab, or turban; or 
others who share the same taste because we have several piercings. In 
essence the physical image extends to the symbolic clothing or physical 
attributes that we share with others. 
At this point it is important to note that some experiences will overlap with the 
previous dimension: resemblance. For example, Nazreen’s experience of 
resemblance can also relate to her physical self and the perceptions that she 
feels others have of her physical appearance. Such overlapping experiences 
are significant when considering any dimension, because their overlap adds 
value in understanding the Cultural Hybrid form. Similarly, there may be an 
overlap with experiences explored in the other dimensions to follow. That is, 
variations in the same experience will surface, when explored through different 
dimensions. This illustrates the earlier discussion of innumerable Cultural 
Hybrid forms. 
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2.3 Space and Time 
Space and time, the third dimension, is ‘the most universal and comprehensive 
relation’ after identity, according to Hume (1984:14). Hume adds that Space and 
Time are indivisible, thus when exploring experiences of one we are also 
subjected to the other. They are not static or given, but can vary infinitely 
including variations of distance, past, and present. Importantly, we have an 
infinite number of experiences in various spaces and times. 
As a dimension of Complex Hybridity, space is the different contexts in which 
we have similarly perceived experiences (distance), and time is that of past and 
present in similarly perceived contexts. However, when exploring one, we will 
be considering the other. Regardless of the space or time, our experiences owe 
to our self-awareness in different ways, thus are experienced differently each 
time and in every space. 
For example Thaira’s experiences in Pakistan as a South Asian informed her 
self-understanding differently to those that she had as a South Asian in the UK. 
By experiencing the South Asian culture first hand during her stay in Pakistan, 
Thaira understood South Asian cultural values in a way that she had not 
previously understood. This difference was observed when reflecting upon the 
experience of being exposed to the South Asian culture first hand. It exemplifies 
the influence that different spaces can have on our experiences, even those 
experiences that we perceive as being similar. What about time? Had she 
experienced the South Asian culture in later/earlier life, how else would this 
experience differ? Thaira visited Pakistan more than once. By exploring these 
various experiences in the same space, but at different times, what else could 
we have learnt? Were there other experiences, apart from this first hand 
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experience of the South Asian culture, which influenced her thoughts 
differently? All these are questions to be explored when considering space and 
time as a dimension. 
Space is key to understanding some Cultural Hybrids, and the shift that occurs 
in particular values, reactions, thoughts, motivations, and feelings in alternate 
contexts. Experiences across space can be perceived as similar on the surface, 
but with a deeper understanding we are able to see how much they differ. 
Taking another example from Thaira, she respected her elders as part of her 
South Asian cultural values, both at home and at work. In the South Asian 
culture respect is a value whereby one is hesitant to correct another. But Thaira, 
previously labelled an Amalgamated Hybrid, gave constructive criticism to her 
elder colleagues at work. Was this an amalgamation of two cultures, or were 
other influences at play here? Was Thaira’s role as an academic influential? My 
increased focus on culture diverted my attention from other aspects that add to 
our experiences, thus our Hybrid forms. What else would I have noticed had I 
explored the various moments in Thaira’s experiences, rather than the 
experiences as a whole? In one moment we may seemingly hold a particular 
value or motivation, but in another we may display something different. It is this 
moment-by-moment shift between Cultural Hybrid forms that can be closely 
explored within this dimension, of Space and Time. 
Time also recognises the development of the Cultural Hybrid form over the 
years, and how the various forms that we shift between evolve as we add to our 
experiences. Having recently realised fluidity in this shift, and the numerous 
forms we can possibly experience, I question what other movements took place 
that were not accounted for in the single hour of the interview? 
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Let’s take another look at Israr. It was clear from his conversations, and his 
appearance, that his British form is one that he wants others to see. With more 
discussion, various forms of Israr’s Cultural Hybrid form could have been teased 
out. For example from his experience at the restaurant he explained how he felt 
about his colleagues, and his customers, but what were his actions and 
behaviours like at the time? Israr did not mention any form of confrontation with 
his colleagues in this place of work, except for the expression of his thoughts 
during the interview. Could this be an indication of another form, like we saw 
with Sophie’s perceived conforming behaviour towards her father and her 
manager? Is Israr’s, despise of the South Asian culture, another form that I 
failed to recognise? Could it be that more time was needed to tease this out, 
since he preferred for others to see his British forms? 
We all wear different masks on different days. These are the roles that help 
others identify us. At university I will dress professionally and wear my staff I.D 
because these are symbols of my role as a lecturer. At home I may wear a 
tracksuit when going out to play in the snow with my nieces and nephews. This 
casual dress is a symbol of my role at home as the fun aunt. In the same way 
all the interviewees will have attended the interview with a mask, and in wearing 
that mask they would act out the role they are expected to by society.  What 
mask was Israr wearing during the interview? Would I have found other aspects 
of Israr’s South Asian values had I followed up with him on a different day? 
Before attending the interview Israr may have encountered experiences that 
influenced the mask he was wearing. So, what were his experiences in the 
moments before the interview?  Had I been aware of this moment-by-moment 
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shift that I am now, would I have been better placed to explore the various 
forms that Israr moves between?  
The constraints of the interview are now becoming more apparent. Maybe this 
limitation can be overcome by exploring one single experience in depth, rather 
than an entire life story. This will be explored in the following chapter, where I 
will analyse a single moment, through an auto-ethnographic reflection of a five 
minute experience. 
For now, we know that space and time are pertinent to self-understanding. 
Without appreciating the differences of space and time we cannot fully 
understand our Hybrid forms, and how our past experiences have shaped our 
present selves. 
2.4 Quantity 
The fourth dimension will be that of quantity or ‘Number’ of associations 
according to Hume. The dimension of quantity refers to the number of times that 
a particular experience takes place. Though quantity can relate back to space 
and time, it includes infinite relations beyond that of time and space. 
Most interviewees had experiences of working with more than one employer. 
Their self-understanding will reflect all of these. Exploring the various 
experiences of work could be significant when understanding the Hybrid form. 
Consequently, we need to explore all the different perceptions of any 
experience, according to the different space or time in which it might have 
occurred. Returning to Sophie’s experiences, she discussed more than one 
occasion where her manager had mentioned her family involvement with her. 
Naturally we would assume that only one of these experiences need 
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consideration to understand her Cultural Hybrid form. But what if her reactions 
change, when revisiting this experience? This fourth dimension of quantity will 
provide a variety of significant experiences that otherwise are perceived as 
being the same. It is important not to miss out key experiences, because this is 
ultimately where we will begin to recognise the vast amount of Cultural Hybrid 
forms. 
In considering the dimension of quantity, there will often be an overlap with 
experiences selected through other dimensions, such as resemblance, 
difference, and space or time. This can lead to an infinite number of 
experiences, but the overlaps are important here: it is these combinations that 
will determine the uniqueness of each and every Cultural Hybrid. So how can 
we ever understand ones Hybrid form? Can we achieve complete self-
awareness? Or is self-awareness an on-going process, rather than static? This 
is where an introduction of the next dimension is needed, the dimension of 
quality. 
2.5 Quality 
The fifth dimension considers the quality that two objects have in common, 
including the extent to which this quality is present. Hume uses colour as an 
example, but a more relevant example is required here. I am developing a 
theory through my understanding and adaptation of Hume’s work, and through 
aspects of my own research. Foucault’s theory of classification has also been 
influential in realising my categorisation of BB SAEMs. In essence, this 
sophisticated theory: Complex Hybridity; has emerged through interweaving 
research findings with pre-existing philosophical ideas. Thus the quality of my 
understanding of this theory will be greater than the quality of my understanding 
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of Hume’s work. Similarly, my understanding of SAEMs will be greater than my 
supervisor’s understanding of SAEMs. That is because I interviewed SAEMs, 
and then transcribed, analysed and selected experiences. Whereas my 
supervisor’s understanding was through my accounts of the findings as reported 
in my thesis. 
Lets go back to an experience we have already considered, that of Thaira’s 
visits to Pakistan. Being a Pakistani does not mean Thaira understands the 
Pakistani culture, as does her mother who was raised in Pakistan. Instead, her 
mother has passed on her understanding of the Pakistani culture to Thaira. The 
experience of culture is different if we are exposed to it first-hand, compared to 
it being passed on to us by others. Thus, the quality of her mother’s 
experiences of the South Asian culture is much greater than Thaira’s. Even 
then, Thaira’s mother’s experiences will differ from those of her mother’s 
siblings. This is due to their individual perceptions, experienced differently by 
them all. Thus, the quality of our experiences is key to this understanding of our 
Cultural Hybrid selves. 
The quality is thus the degree to which we experience something. We can use 
this dimension to determine between experiences we have already explored 
previously. This includes adding other experiences, of particular significance, 
that have not yet found their place via the other dimensions, but are rich 
experiences owing to our self-understanding. It might be something as obvious 
as the domination of particular cultural values, for example the British values 
that dominated Israr’s experiences. From exploring the quality of experiences 
we are able to question why some are more dominant than others. Why did 
Israr despise his South Asian culture so strongly? How do these seemingly 
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dominant behaviours owe to ones Cultural Hybrid form? So, while we may 
naturally pay extra attention to these dominating values, because they are so 
obvious, we may also need to consider those hidden values that are not so 
apparent on the surface. 
So in relation to both my cultures: British and South Asian, my ‘ethos of care’ 
will be momentous, as would religion. I find my ‘ethos of care’ comes from my 
religious values: my religion has huge influence on my thinking about other 
people and the way I do things. This comparison can be useful in understanding 
my Cultural Hybrid form through the dimension of quality, in which both the 
cultures mentioned are not as significant as my ethos of care. Thus, there may 
be experiences that the individual perceives as important, but illustrates 
otherwise through particular experiences, or vice versa. For example, Israr 
voiced a concern for deception amongst his colleagues, yet he deceived his 
own employer. From these conflicting pieces of information, it is difficult to know 
whether honesty is a factor that is important to Israr, although on a number of 
occasions he said it was, yet his actions illustrated otherwise. Considering each 
of these experiences on their own merits is essential. In doing so, I found that 
honesty, as a factor, is important to Israr, in that he prefers to work with honest 
people, but this does not mean he will fully reciprocate this honesty. We often 
prefer to be different to others. We easily identify with our own individuality, and 
this is where a discussion of the next dimension fits in: one of difference. 
2.6 Difference 
Contrariety is the sixth of Hume’s philosophical relations. At first, it may be 
perceived as ‘an exception to the rule, that no relation of any kind can subsist 
without some degree of resemblance’ (p.18) but this is not the case. Hume 
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argues that ‘no two ideas in themselves are contrary, except those of existence 
and non-existence’, but are instead both an idea of a particular object which is a 
source of relation. In agreement with Hume’s notion that ‘no two ideas are in 
themselves contrary’ (p.62), this relation was changed: to one of difference, to 
fit in with arguments to follow. Difference is essential when considering the self. 
That is, each of us understands our self as different from others, regardless of 
how similar we may seem. 
Difference, as a dimension, emphasises that the people organised into the 
Hybrid forms in the previous chapter are very different from one other. Their 
Cultural Hybrid forms may be classified similarly, but they are experienced 
differently. Lets take the two individuals that I previously presented as 
representative of the Dominant British form. Israr and Nazreen were placed in 
this category, thus naturally we would assume that they are similar in some 
ways. However, in spite of them being in similar categories, they did not have 
any resembling experiences. So if a Dominant British Hybrid experienced being 
a South Asian at work differently to another Dominant British Hybrid, how can 
they be categorised as the same? Were they different Cultural Hybrid forms, 
which were placed in a broad category, despite their obvious differences? Do 
we all experience our Cultural Hybrid forms differently, thus placing difference at 
the heart of self-understanding? 
Lets go back to Thaira’s example, where she expected to receive respect from 
her students because she learnt to be a teacher from her own experience of 
being taught. The other lecturers received much more respect from students 
than Thaira, and this difference was significant to her. Having placed herself in 
the category of a teacher, does Thaira expect her students to treat her in the 
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way that a teacher should be treated? How then can she break free of this 
category, where she is inclined to compare herself to others that are perceived 
as similar, yet are so different? Thaira is a female, a Muslim, a mother and a 
South Asian. These are only a handful of her identities that are not common to 
her male, Caucasian, colleagues. Yet Thaira is forced, by a shared identity: that 
of a lecturer in construction, to place herself in the same category as her 
colleagues. In this situation it is the differences that build a unique identity for 
each of these individuals as lectures. 
Finally let us compare Thaira’s accounts of working in the two different 
environments. Here we find that while she was subjected to differences as a 
lecturer, this was not the case in her previous office-based role. Others did not 
treat her differently compared to her colleagues. Having looked at two contexts 
we can see the difference between her two experiences. How does the previous 
experience owe to her self-making? Has this changed with her recent 
experiences? Thaira’s experience of working in two different workplaces can 
also be viewed from the dimension of resemblance because they are both work 
experiences, so can be considered a contextual resemblance. In many 
experiences of difference it is important to also consider the dimension of 
resemblance: differences co-exist with resemblances. 
Conclusion 
The dimensions are each a lens by which we can explore experiences and how 
they owe to one’s Cultural Hybrid form. This will generate an abundance of 
experiences, with many overlapping more than one dimension. This overlap of 
similarities between dimensions will show that all SAEMs are different to one 
another. 
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Through discussing this theory of Complex Hybridity, I have come to realise that 
we live Hybridity alongside categories. Although, categories are useful in 
making sense of our roles and responsibilities, we cannot be forced into 
categories or Hybrid forms. Therefore, by fitting ourselves into categories we 
are restricting who we are. Forcing people into categories can damage people. 
For years of his life, Israr was unable to follow particular choices, because he 
was expected to act upon the category that his family put him into, that of a 
South Asian Muslim male who obeys his family. This has resulted in his loathing 
for others that fit into this very category. 
Through an informed understanding of the infinite combinations of experiences 
that each individual will have, I moved on from my previous framework of four 
Cultural Hybrid forms. Although we may find it appealing to place ourselves, or 
others, into these broad categories, we should do so with the realisation that 
every individual would have had an abundance of unique experiences, owing to 
their Hybrid form. In light of this I present a theory of Complex Hybridity: that 
there are as many Hybrids as there are people in the world. 
I have concluded that we are multiple Hybrids and we change from moment-by-
moment with examples taken from lives that I have already discussed. This 
leads to the next question: how does this process occur? Because of the 
inherent subjectivity of the process, the best, albeit imperfect way to establish 
this is to study myself. So, in the following chapter I will use an auto-
ethnographic method, an in depth analysis of a moment during one day of my 
life. I will reflect upon and record my thoughts of this particular moment in my 
day and then analyse it to explain the moment-by-moment composition of the 
self, mentioned in passing thus far, but not yet explained. So, through my 
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reflexive experience, in the next chapter, I will explore Composite Hybridity, thus 
informing the moment-by-moment composition of the self. 
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CHAPTER 6: Thesis Conclusion 
Introduction 
This chapter is a conclusion, but it is not a conclusion in the conventionally 
expected sense of a conclusion. At each stage of this thesis a new question has 
opened up. Similarly, at this final point another question needs to be answered, 
but at the same time the thesis needs to be drawn to a close. The dilemma is 
that this thesis cannot reach the conclusion required without the introduction of 
new data, thus I am taking a unique approach by including new data at this 
particular point. The new data will allow the conclusion to the thesis to emerge. 
This form of a conclusion that defies the rules that conclusions should have no 
new data mimics the arguments that evolved in the final quarter of the thesis: 
that is, of the need to refuse categorisation. Thus this conclusion is not a 
conclusion, but the end to the thesis and the start of the next phase of my 
research, and to my vision that extends beyond this work: to live outside of 
categories in every aspect of our work as well as private lives. 
But before presenting the new data I will firstly summarise the thesis thus far, 
beginning with its aims and objectives, and following this with a summary of the 
findings and major themes outlined in the preceding chapters. 
After this summary I will start to bring this thesis to a close. Here I will discuss 
the term Hybridity, its widespread use in literature to date, and its importance to 
the sense of self. I will then introduce the new data: a study of myself that aims 
to explain the moment-by-moment composition of the self, and explore what it 
means to be a Composite Hybrid. Thirdly I will reflect on my experiences of the 
process that informed my change in thinking three quarters of the way through 
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this thesis. Fourthly, I will deliberate my contributions to knowledge and 
research methodology. Finally, I will briefly discuss implications and directions 
for future research. 
1. Summary 
The aims of this thesis were threefold. Firstly to explore the lives of British born 
ethnic minorities, of a Pakistani and Bengali heritage, currently living in 
Bradford. This was to go beyond previous thinking that generalises between 
British born generations and their migrant parents. Secondly, to discover the 
emerging identities this second generation has developed, different from those 
of their migrant parents. Lastly, the most fundamental aim was to explore the 
working lives, thus the influential experiences leading up to work, of British born 
South Asian ethnic minorities (BB SAEMs). The objectives set to meet these 
aims were: 
! To gather individual stories of the working lives of British Born ethnic 
minorities 
o To explore issues around education, employment, opportunities, 
selection, training and promotion 
o To explore factors influencing the career advancement in the 
working lives of British born workers from a Pakistani and Bengali 
heritage. This includes consideration of barriers to progress at 
work in relation to employment, training, promotion and other 
opportunities  
! To analyse these accounts to explore what it is like to be a British born 
ethnic minority at work in the 21st century 
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Life story interviews were carried out with twenty-one British Born South Asian 
Ethnic Minorities (BB SAEMs) from Pakistani and Bangladeshi heritage. 
Through the exploration of the working lives, and the experiences leading up to 
the working lives of these individuals two major themes emerged: Careers and 
Hybridity. Having deliberated the second theme, three quarters into this thesis, I 
realised something fundamental to my overall findings: that I was categorising 
people. This realisation was explored in the discussion in the next chapter: 
Complex Hybridity. Each of these chapters will be summarised in turn. 
1.1. Careers 
Firstly, there was very little support from past literature towards some of 
the findings in the analysis and discussion of careers. The current 
findings suggested that BB SAEMs, within the older age groups 
(currently aged 28 and over), relied heavily on agency work during their 
early working lives: that is agency work was the best way to get into 
employment for older BB SAEMs. The reason for this pattern was 
unclear. In addition the use of public employment services (PES) 
indicated significant difficulties for SAEMs, thus they often reverted to 
using informal methods of job seeking as they were found to be much 
more effective, thus preferred by the majority. 
Secondly, I found that only a small amount of previous literature that 
supports the findings in this thesis. This includes lack of confidence in 
SAEMs own academic abilities, which may have been affected by their 
experiences at school (Crozier et al. 2008). The expected benefit of 
higher education found in this study was also in line with past research 
(Conner et al., 2004). Other studies (Reay et al., 2001; Conner et al., 
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2004; Battu and Zenou, 2009; Ball et al., 2002; and Reay et al. 2005) 
identified social class as a barrier for many: participants in this study are 
all from working class families so class may be a factor, that is, a majority 
of SAEMs left school at a young age and were unsure of what steps to 
take to get into work. Some reverted to job seekers allowance for long 
periods of time after leaving school, in hope to find employment. The 
expectations of education and working prospects may be a motivational 
driver for many BB SAEMs who still aspire to achieve higher in their 
current roles, or beyond. 
These accounts illuminated how class influenced the aspirations, working 
lives, and career achievements of BB SAEMs. I found that financial 
circumstances combined with limited support from employers towards 
enhancing formal qualifications, inhibited career development: there was 
a belief that studying and working are contradictory roles that cannot be 
experienced alongside one another. This was found in other research 
(Reay et al., 2001; Conner et al., 2004; Battu and Zenou, 2009; Ball et 
al., 2002; Reay et al., 2005) that highlights class, as well as race, and 
ethnicity, in the barriers faced by ethnic minorities. The barriers found in 
this study include: a lack of support, to the point of hostility, while at 
school; a need to work preventing them from completing their education; 
and limited options available at the schools they attended. 
In terms of job searching, past research suggests that British workers are 
reactive (Green et al., 2013) in their job search, in comparison to migrant 
workers who were found to be proactive. In the current study I found 
variations amongst BB SAEMs, with no obvious differences between 
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gender. There was a mixture of both reactive and proactive job searching 
amongst this British born generation. 
Social networks were a commonly preferred, and most effective, method 
of securing employment amongst BB SAEMs. Such methods also offered 
progression opportunities towards higher skilled/responsibility roles. In 
many cases these social networks were other family members, with a 
few individuals demonstrating networking skills through searching 
outside of family circles. In line with past research (Green et al., 2013) 
majority of SAEMs were initially employed into low skilled jobs when 
recommended by family or friends, but the opportunity for progression 
was also present with employment found in this way. 
Thirdly, in contrast to past research (Norris, 2011) SAEMs had a wide 
awareness of available opportunities, and aspired towards these rather 
than just focussing on ‘visible’ jobs. I found it was the support providers, 
such as careers advisors, who were offering advice on ‘visible’ career 
routes, whereas SAEMs often had higher aspirations. Unfortunately the 
career routes pursued did not reflect these aspirations, because there 
was little support to help them develop their desired career paths. Many 
SAEMs have recently reconsidered their career routes, but only a small 
minority are in a position to take the steps required to follow them. 
Other research (Lightbody et al. 1997) found few differences between 
male and female SAEMs in the need to find work within ‘respected’ 
professions. In contrast this study revealed variations in gender and 
parental involvement in future career choices. There was an obvious lack 
 255 
of support by families for some females towards certain career paths, 
whereas males faced no discouragement towards any career path. 
Finally, females demonstrated a subtle rebellion towards particular 
cultural practices, such as being expected to stay at home when not 
occupied by work or education. Instead of using education and good 
career prospects as a bargaining technique to gain other privileges 
(Lightbody et al., 1997), they manipulated the need to search for a job as 
a means to benefit from other privileges. The males in the current study 
seemed to be in a much more privileged position in terms of the freedom 
to leave the home when they wanted, without an excuse to do so. It was 
also the case when choosing their preferred careers, which leads to the 
question of whether the influence of feminism in the wider British culture 
will have an impact on BB SAEMS in the future.  
1.2. Hybridity 
This chapter was divided into four parts: each a category in which I had 
placed SAEMs, organised as overall accounts of their dual cultural 
selves. There were two major categories each with two subcategories: 
Divergent Hybrids, reduced to Dominant South Asian and Dominant 
British Hybrids; and Emergent Hybrids, reduced to Adaptive and 
Amalgamated Hybrids. These will be summarised in turn. 
1.2.1. Divergent Hybrids 
The influence of parental culture was the first sub-theme that arose in 
this chapter on Hybridity, thus some SAEMs were categorised as 
Dominant South-Asian Hybrids (DSH). In line with past literature (Mason, 
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2004; Schermerhorn, 1978) SAEMs parents attempted to maintain 
cultural ties with their countries of origin via their children. For some this 
involved frequent and lengthy trips to South Asia. For others marrying 
individuals either from these international locations, or a partner chosen 
by their parents, was a means to maintain those ties. And for many 
learning Urdu as a third language at school was commonly encouraged 
by parents. Parental involvement was strong in many aspects of DSH 
lives, including attending school, but very little hands on support was 
provided towards learning at home. Whether this was related to limited 
knowledge of the British education system by parents, is unknown, but 
past studies highlight this as a potential reason (Crozier and Davies, 
2007). 
Secondly, I found that the views of men and women in this category were 
aligned: homemaker as the primary role for women and breadwinner for 
men. However, the findings contradict past research that suggests this is 
a forced route for women. Instead it was found that women chose to take 
responsibility at home as their primary role, and work outside the home 
as their secondary role, thus choosing to live a semi-traditional lifestyle. 
Thirdly, there was a tendency amongst DSH’s not to attend social events 
outside work. Male SAEMs who did report attending social events 
expressed discomfort in the chosen environments that often served 
alcohol. Male and female choices were aligned, in that both chose not to 
attend social events where alcohol was served. Their parents did not 
impose this, but instead these individuals made a conscious decision to 
avoid alcohol-related events.  
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Fourthly, some findings in this sub-chapter did reflect findings from the 
Careers chapter, where family ties were a method of securing 
employment. This parental influence was much more apparent in adult 
lives, compared to when SAEMs were younger. 
Overall those categorised as DSH’s reflected a choice towards traditional 
values and lifestyles. However there was an emphasis that they did not 
impose these values in their professional roles at work, but instead 
practised them in other aspects of life, including the attendance at work-
related social events. 
Dominant British Hybrid’s (DBH) demonstrated independence in their 
choices, and preferred not to have as much parental involvement as 
seen with DSH’s. Here I noticed two very different versions of the 
domination of British values. In the past, both made significant 
compromises: one as a result of family disapproval, and the other to fit 
into the western world of work. However, having conformed to Eastern 
practices in early life, both are now inclined much more towards Western 
values and lifestyles. 
Self-loathing was found in only one SAEM but it raised the question of 
how many individuals have such feelings of dislike towards a particular 
culture as a result of negative experiences? This represents the dire 
effects that being forced into a particular category can have on our self-
awareness. This individual loathed the very category that he was forced 
into as a young person: an experience that still haunts him in every 
aspect of life, at work and in personal experiences. 
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1.2.2. Emergent Hybrids 
In contrast to Divergent Hybrids, Emergent Hybrids seemed to have 
found a balance between their ancestral (South-Asian) and lived (British) 
cultures. This theme was further divided, to categorise how SAEMs 
balanced both cultures differently. 
Females categorised as Adaptive Hybrids (ADH’s), experienced more 
family involvement in adult life than those in other categories. This was 
revealed in the analysis when females discussed their preference 
towards the British culture. Females were not reluctant to attend social 
events outside work. However, they made an effort to avoid, or make it 
seem to their families that they were avoiding, such events. 
Adaptive Hybrids (ADH) separated the two cultures, but there was a 
difference in the cultures preferred by males and females. Male SAEMs 
fitting into this category preferred their South-Asian values and lifestyle, 
but chose to adapt to their British values and lifestyle at work as a means 
to fit in. Females, on the other hand, preferred their British values and 
lifestyle, but chose to adapt to their South-Asian values and lifestyle to fit 
in at home. But in both cases work is associated with a domination of the 
British self, whereas home associates with a domination of the South-
Asian self. Both males and females viewed social events as beneficial to 
improving work relationships. Regardless of whether they attended work-
related social events, all ADH’s were comfortable with their employers 
and colleagues. 
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Overall there was diverse reasoning, and methods used, for separating 
the two cultures. For some there is a need to be deceptive in order to 
keep the two cultures separate, for others this was a means to fit into two 
contexts that they felt required this adaptation. SAEMs find that they 
cannot always merge the two cultures therefore they adapt to them 
separately. 
1.3. Complex Hybridity 
In this final discussion chapter, I moved from a framework of four Hybrid 
forms, to the development of more sophisticated theory of Complex 
Hybridity: that there are as many Hybrids as there are people in the 
world, and we are each multiple Hybrids that change from moment to 
moment. Drawing on aspects of David Hume’s philosophy, I proposed six 
dimensions as a means to appreciate the subjective experiences that 
together help us explore our Complex Hybrid forms, thus raising self-
awareness. The six proposed dimensions were: 
! Resemblance: The consideration of three types of 
resembling experiences: 
o  The resemblances that we perceive between our 
many experiences; 
o The resemblances that we perceive as having with 
others; and  
o Our assumptions of their perceptions towards those 
resemblances 
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! The Physical Self: This relates four types of perceptions of 
our physical self (colour of skin, gender – biological/non-
biological, and genes forming internal and external 
makeup): 
o Personal perceptions of our physical self; 
o Perceptions we think others have of our physical 
self; 
o Perceptions we have of others based on their 
physical appearances; and 
o Perceptions we have of others linked to their 
extended connections, such as work (uniform), 
family (genetic resemblance), social groups 
(symbolised clothing/accessories). 
! Space and Time: We have an infinite number of 
experiences in various spaces and times. 
! Quantity: The number of times that a particular experience 
takes place, and also the recognition of infinite 
experiences. 
! Quality: This emphasises the qualities that two experiences 
have in common, and the extent to which these qualities 
are present. This can help differentiate between 
experiences that may otherwise seem to be the same. 
Quality in the most basic sense considers the degree of a 
particular experience and its meaningfulness. 
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! Difference: Each of us understands our self as different 
from others, regardless of our similarities, so difference is 
essential to understanding the self. 
The above dimensions were explained with examples taken from each of 
the interviewees that had been previously categorised. In doing this I 
realised that all SAEMs move between many different forms from 
moment-by-moment, and should not be forced to fit into common 
categories. By forcing SAEMs into these categories I robbed them of 
individuality, denying the abundance of distinctive experiences each 
SAEM has had, owing to their unique Cultural Hybrid forms. 
The discussion and arguments in Chapter 5 explained the theory of 
Complex Hybridity: that there are as many Hybrid forms as there are 
people in the world. I concluded by suggesting that we construct our 
Hybrid forms, and change moment-by-moment. The lingering question, 
left unexplored, was: how does this process, thus the composition of our 
moment-by-moment hybrid form, occur? 
This final chapter will address this question, but firstly I need to outline the 
practical use of the term Hybridity that emerges from this thesis so far. 
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2. Realising Hybridity 
Having discussed Hybridity theory, and its use in wider literature, in the 
introduction to this thesis, I build towards a practical use of the term throughout 
this thesis: from one that categorises SAEMs into four types (Hybridity 
Framework), to a complex theory (Complex Hybridity) that initiates our self-
awareness. Here I will consider the practical use of them term Hybridity within 
this thesis before illustrating what I mean by Composite Hybridity in the sections 
to follow, through the exploration of seven (table 2) moments in my own life. 
There are complex ‘moment-by-moment negotiations between oneself and 
others as to which Discourse will be operative for interpretation at a given time 
and place’ (Gee, 1990:110). Discourse (with a capital D) here is taken from 
Gee, referring to the various combinations that recognise someone as a certain 
‘kind of person’. Discourses are the ‘ways of being’ particular people, roles, or 
identities. If one went into work as a lecturer, one would dress, interact, and act 
like a lecturer (this is the enacted identity). That is not to say that every lecturer 
will dress, interact, and act similarly, but their performance will be based on their 
subjective interpretation of a lecturer. This is a negotiation between the self and 
others, so she/he is using the Discourse of a lecturer taken from his/her own 
experiences. Every individual has had a unique set of life experiences 
undertaken within specific Discourses. It is these specific experiences, which 
are individual, although the Discourses are social and historical. This was the 
sense of individual identity that surfaced when exploring South Asian Ethnic 
Minorities (SAEMs) working lives in Chapter four. 
Within the four categories (Hybridity Framework) we found each individual had 
a unique set of life experiences, arising in a specific order, and within specific 
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Discourses, all contributing to their individual identities. This perspective led to 
the easy categorisation of SAEMs in Chapter four, in which I connected their 
multiple identities to their performance in society, but to which I gave no 
consideration of their internal states. A consideration of these internal states will 
reveal a unique sense of self, one that cannot be categorised, but instead 
informs the theory of Composite Hybridity. Through this approach we can 
appreciate how people develop their selves, and position their selves, 
differently, in various situations and towards different people at differing points 
in time. The exploration of experiences from moment-by-moment in many ways 
can demonstrate how there appears to be unity, continuity, and individuality in a 
self that is fragmented and constituted from moment to moment (Akkerman and 
Meijer, 2011). 
Unity can be determined through the various dominant identities (race, class, 
gender, etc.) that we associate to ourselves. Continuity can be found in our 
experiences and their link to past experiences. In the following study of myself, 
my performative behaviour results not just from the current experience, but also 
from past experiences of similar encounters. The reader can relate this back to 
the dimension of resemblance, discussed in Chapter five, and how our past 
experiences of resemblance influence our thoughts and actions in the future. So 
while our sense of self is forever changing, it is the influence of past 
experiences that will always be there, although re-constructed every time we 
visit a resembling experience. 
Finally, individuality is what influenced the progress, from a framework of four 
Hybrid forms, formed in Chapter four, to a theory of Complex Hybridity. All 
SAEMs were ultimately different, even those that were placed within similar 
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categories. In fact their differences were more noticeable once placed in similar 
categories. Our self-awareness increases through exploration of our 
experiences, and is ambiguous and unstable. 
Hybridity in the current perspective of this thesis can be practically used to 
explore our experiences, through the six proposed dimensions that, 
overlapping, amount to multiple dimensions of the self, allowing us to free our 
minds of the limitations imposed by categories. Homi Bhabha uses the term 
Hybridity to draw ‘attention to the reliance of cultural narratives upon the other’ 
(Yazdiha, 2010: 32). So where other authors have employed Bhabha’s (1994) 
use of the term Hybridity ‘as a powerful tool for liberation from the domination 
imposed by bounded definitions of race, language, and nation’ (Yazdiha, 
2010:32), I have employed the term as a tool for liberation from the domination 
of categorisation of any kind. 
Having asserted the practical use of the term Hybridity within this thesis: a 
theory to help us break free of imposed categories, I will now move on to 
explain what it means to be a Composite Hybrid. I will do this through the 
‘moment-by-moment negotiations between oneself and others’ (Gee, 
1990:110). It is these negotiations, taking place through fleeting thought 
processes, which help us truly understand what it means to be a Composite 
Hybrid. Identity theories to date have recognised the significance of these 
moment-by-moment negotiations, but without any exploration of what they 
mean for our self-understanding. I will do this by analysing a specific moment in 
my day, following Stern’s (2004) advocacy of such an approach, to explain the 
moment-by-moment composition of the self. 
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3. Moment-by-Moment negotiations 
In recent years scholars such as Gray-Rosendale and Harootunian (2003) have 
made brief references to this moment-by-moment shift, but none have 
developed understanding of the dynamics of this shift. Gray-Rosendale and 
Harootunian (2003) noticed their feminist ‘identities shifted moment-to-moment 
and were very dependant upon the local contexts within which [they] worked – 
their conditions, their practices’ (p.13). Here the authors are aware of the 
external influences to which we react, and thus shift from moment-by-moment, 
but how do these reactions occur and what happens during those reactions? 
Earlier in this chapter we explored how the outside world presses us to have an 
identity, or series of identities. But what are the subjective experiences, the 
thoughts and feelings that are evoked by that pressure? What are the thought 
processes of the ‘you’ that is thinking about ‘your self’? What happens to the 
individual that is moving between subject positions, from one, to another, to 
another and so on? An exploration of a reflexive experience of one specific 
moment will further our understanding of this unexplained process. I will now 
explore the thoughts that arise in the moment-by-moment composition of the 
self through focusing on ten minutes of a mundane day that I recorded in minute 
detail. 
Up till now I have referred to myself in the first person, but the following sections 
will be written in the third person, when referring to the moment-by-moment 
negotiations, because I (the author of this thesis, the researcher) is trying to 
stand outside ‘her’, the person who experienced those ten minutes, so as to 
analyse her processes of becoming. As the researcher I have privileged access 
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to my own mind but not to anyone else’s. This privilege is an advantage when 
exploring the sense of self, and will better inform the arguments to follow.  
Table 2: Moment-by-moment experience 
1. I came to the middle floor to pray, from the study, which is on the top floor, 
where I usually work or rest during the day. 
2. My father walked past me and as he entered his room he asked ‘have you been 
asleep’? I replied ‘no I’ve been working’. I lied because I had just woken from a 
power nap. 
3. I then moved out of his sight to pray. I was praying just outside his room so he 
was not able to see me but he could hear me whispering my prayers. Once we go 
into prayer we don’t speak to anyone, we ignore all surroundings until we finish the 
part of the prayer that we are carrying out, and it takes a few minutes for each part. 
4. Before I had gone into prayer dad had followed up on his initial question and 
asked ‘how is your work coming along’? I could not respond as I had already 
entered into prayer. 
5. A couple of minutes later, when I went out of prayer I felt guilty for ignoring his 
last question, so I asked him ‘when is mum’s courtesy car from the insurance due 
back’? Instead of waiting for an answer I went back into prayer. 
6. After the second part of my prayer I quickly asked him ‘what has mum cooked to 
eat today’? Dad said ‘I don’t know’. I replied ‘I can smell something so I will go and 
check’. 
7. Then I ran down the stairs to the kitchen. 
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Table 2 above summarises an episode comprising several moments (Stern, 
2004) that lasted approximately ten minutes. I have identified seven moments in 
this episode, in what Stern (2004: xii) describes as ‘the micro-momentary world 
of implicit happenings’. 
In the first moment above we observe Saima who has just walked out of the 
‘study’ where she was working, to another room where she will pray. Who was 
the self that we observed before she walked into the shoes of her Muslim self? 
What were her motivations, internal negotiations, and drive to move away from 
her ‘work’ to praying? Lets have a look at what Saima was thinking in this 
moment before moving on to the next: 
‘I’m glad I had that nap. I will get something to eat after praying and then 
start on my work again. The first thing I will get out of the way is the 
paperwork for Monday’s DRB meeting – such a pain that I have to have 
yet another one of these. My thesis submission is so close it’s scary! I 
love teaching but the pile of a hundred assignments to mark is so 
disheartening right now, and they are due at the end of next week! I will 
start on them after the weekend once I’ve submitted a draft to Nancy [my 
supervisor] for my next thesis chapter. After my marking I can think about 
my final assignment for the PGCHEP course.’ 
In this reflection of a moment we can see how Saima has moved from being a 
creature with basic physiological needs, to a Muslim, to PhD researcher 
subjected to institutional norms, to an enthusiastic lecturer, to an overburdened 
academic, to a tutee trying to meet her supervisor’s expectations, back to an 
overburdened academic, and finally to a student who is close to completing her 
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course. That is at least seven different subject positions in just one moment. So, 
she is moving between these subject positions and organising her various work 
priorities, and then suddenly in the next moment she bumps into her father. 
What happens when she encounters someone who does not reflect any of her 
prior thoughts? She was not thinking about her family, or her father in the first 
moment. In the second moment we observe an interaction between a father and 
his daughter. Saima’s father made a simple observation of her appearance. 
What were his motives for noticing this? How does she perceive his motive, and 
then respond to him accordingly. Saima generally prides herself in her honesty 
and does not take too well to deception but in this second moment we observe 
a white lie. Who is she becoming in this moment. What identity is she enacting 
in front of her father? Her father puts her in the position of a young child so she 
defends herself as such. What was going through Saima’s mind during this 
second moment? Here are, recollected shortly after, her unspoken thoughts 
during this moment: 
‘Oh no! I am too tired and sleepy to go into details. If he thinks I’ve been 
sleeping that will be an invitation for discussion - I have time to sleep, so 
I must have time to talk. The last thing I need is a discussion of my work. 
Nobody understands how difficult it is to talk about one thing when I have 
a million things to do. I’ve already explained once too many times that 
they shouldn’t ask me that question, to have to repeat it again. Maybe 
Dad is just wondering whether to offer me something to eat? Or does he 
want to know about mum’s insurance and is trying to figure out if now is a 
good time? Maybe he’s just bored and wants conversation. I’m not sure I 
can deal with either.’ 
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Saima offers her father the most appropriate response from her internal 
negotiations in that moment. What about the subject positions she moves 
between? She has moved back to the human with physiological needs, to a 
rational thinker, to an overburdened academic/researcher/student, to a hungry 
daughter, to a helpful daughter, to a considerate daughter, to a selfish person. 
This final selfish person is the self that is enacted in her response, but only she 
knows this. This is the performative effect that her father’s question has had on 
Saima. In her father’s eyes she is prioritising her work and her prayers, but, 
ironically, in that moment she is telling a lie to avoid confrontation and reduce 
the burden she feels upon herself. 
In all of this Saima still looks like a South Asian (biological makeup), but it is not 
culture that defines her actions, it is something else. I previously claimed that 
adaptive Hybrids kept aspects of their British self a secret from family. One 
individual told her father she was working, but instead she was out with friends. 
Compare that to Saima’s experience of telling her father she was working, 
although, in reality she was sleeping. Does this mean Saima is an adaptive 
Hybrid? One who does not disclose particular aspects of her self to her father 
because her South Asian culture encourages her to work hard? After looking at 
Saima’s thoughts during these two moments we can see that her lie was related 
to her need to manage expectations. That is why Composite Hybridity in this 
thesis differs from the use of the term Hybridity in past research. It does not 
impose values from our cultures or other aspects of our lives, as if we are 
puppets of our motivations, or actions, or beliefs. Instead it recognises the 
uniqueness in every individual’s experiences, and explores our perceptions, 
followed by negotiations, that lead to particular actions. Thus my analysis was 
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amiss when I previously found that this deceptive behaviour was a signifier of 
one’s adaptive cultural form. 
In the third moment Saima moves into prayer. Is this to avoid further discussion 
that could unveil her mask? Who is the self that she is disguising? Here we see 
her Muslim self in prayer. She explains the subtleties when praying, but what 
were her thought processes? Why does she whisper her prayers out loud? Is it 
so her father knows she is now pre-occupied? Or is it her natural way of prayer? 
Let’s explore the negotiations in Saima’s mind during the state of prayer: 
‘Allah (swt) understands what is in my heart and that I do not mean harm 
by lying to my father. I was protecting him and myself from a discussion 
that could in turn show my annoyance. I shouldn’t be so selfish, after all 
our parents have put up with so much, so why can I not return a fraction 
of that tolerance. I pray for Your (Allah’s) guidance and help in bettering 
myself. I should respond to my father. I need to respond to him. I am so 
wrong in ignoring him, how selfish am I?’ 
Saima’s conscience begins to show in her thoughts while praying. Her usual 
state of praying is in silence, but she shifts to praying out loud when she is 
trying to drown her own thoughts. We would not know this from just her 
thoughts during this prayer, but had we explored her various experiences of 
praying, this would come to surface. By knowing this we can now see that 
Saima is trying to drown her guilty conscience by praying out loud. So, is she 
moving between subject positions while in prayer? In the thoughts presented 
here we see the defensive self who is justifying her prior actions. We learn 
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about the annoyed self that was present in her previous thoughts, but pushed to 
the background by other overpowering subject positions. 
This religious self is aware of her selfish behaviour but in this awareness we 
begin to notice the considerate daughter once again. This self is challenging her 
own actions, not in response to her father’s question, but this time, in 
conversation with Allah (swt). Her guilty self is hopeful and weak. Compare this 
to the stronger, independent, annoyed lady that we encountered just a moment 
ago. This movement between the selves has revealed something that we 
cannot otherwise notice through the exploration of experiences. From one 
moment of being strong and independent Saima has moved to being vulnerable 
and in need of guidance. It is her perceptions of this experience, and the 
negotiations in her mind that reveal the contradicting selves we have seen here. 
Moment four (which took place before the moment she went into prayer) is 
interesting, because her father asks the very question that she hoped he would 
not. Did she go into prayer to avoid responding? Was this the reason for 
reading out loud - to drown her feelings of guilt? In this moment we realise that 
prayer was a convenient defence for avoiding a question that she so deeply 
feared. By connecting these moments together with her thoughts we can make 
sense of Saima’s actions in a way that means something to Saima.  
In a following moment (moment five) Saima repeats this action of going into 
prayer to avoid discussion of her work, but she herself had extended the 
discussion (moment four) by asking a question. She asked a question related to 
her mum’s insurance: one she earlier hoped her father would not ask. So why 
then did she ask the question herself? Was it her guilt that caused her to ask 
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her father a question in between her prayers? Or was it posed to give him the 
impression that she was not ignoring him, although she was? Is this guilty and 
apologetic self, different from the others that we have thus far encountered? 
Instead of responding to his initial question, she poses an alternative question. 
Is this, yet another sign of avoidance? 
So in terms of various topics that Saima is willing to discuss we have learnt that 
her mother’s insurance takes precedence over the discussion of her work. Is 
this someone else we did not notice in moment’s two to five - the prioritising 
self? Does this mean that this over-burdened academic is still present in the 
moments beyond the first moment, still seeking to avoid bringing attention to 
itself even as it switches into the position of the seemingly dutiful daughter? It is 
the absent presence of that academic self that is significant here. One that we 
cannot directly observe by exploring her experiences, thoughts, or perceptions, 
but instead by teasing it out through connecting these moments together. 
In moment six Saima completes her prayers and asks another unrelated 
question. These may seem like innocent questions on the surface, but what do 
they mean in terms of the performative effect her father’s questions have had 
on Saima? Saima’s final question was related to her thoughts from moment two. 
So, now we can see that Saima is asking her father the same questions that 
she thought her father wanted to ask her, following his initial question in 
moment two. None of the questions she has asked him are related directly to 
herself. 
In the sixth moment Saima asked a question where responsibility is passed on 
to her mother rather than herself. Her father does not know the answer to this 
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question, but Saima is keen to find out for herself. Is she eager to avoid further 
discussion? Is she keen to move on with her day as she had originally planned 
in her thoughts when walking down the stairs? Is she generally hungry and 
wants to know what there is to eat? Is it several or all of these? In the final part 
of this five-minute experience the Hybrid we have observed has shifted from 
someone who is responsible with an abundance of expectations to meet, to 
someone who is reliant on others, such as her mother, to cook for her. Or was 
this shift an indication of another performative effect that her fear of discussing 
her work has had on her? And why did she fear discussing her work? Is it that 
she cannot speak the language of academia with her father, who does not 
speak that language, so she is silenced and has to find another language 
through which to talk to him? Or is she reluctant to be evoked by his question 
into the place of the daughter rather than the independent adult, that is, is she 
resisting an invitation to an identity she does not wish to experience in that 
moment? 
In the final moment of this experience Saima runs down the stairs. What was 
the rush? Saima may have been running away from another discussion with her 
father but can she run from her own thoughts? That is, who is the Saima who 
runs down the stairs? 
What has not yet been explored here is the reflection of this experience in a 
later moment. What value can a reflection add to this experience that we have 
not already gathered from the experience itself, and the thoughts recorded in 
every moment? The following extract is a reflection of this experience when 
Saima returned to her room later that day: 
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I had just woken from a nap, but when Dad asked me if I had been sleeping I 
lied. I already put my guard up and became defensive at the onset of seeing 
him, following this simple innocent observation he had made. I wasn’t working 
but I felt I needed to tell him that I was. It was my way of reassuring him that I 
am doing something useful with my time. 
Talking about my PhD is a little bit difficult. I feel like I am letting a lot of people 
down, by taking so long and at the same time I am not even giving them that 
reassurance by talking to them or answering the questions they ask me. So the 
topic of talking about my PhD and its end date, I never thought it would be so 
difficult to talk about but it is. In that moment I felt many things: I felt eager to go 
back upstairs and start working, I felt I wanted to give my father a response and 
some re-assurance, I felt the need to avoid ‘the’ question. 
My grandfather goes through my mind often, that is another reason why I feel 
guilty about my dad because I know that he needs me right now. He lost his 
father less than six months ago and I know that his life is his family and I am his 
family. I am probably the one person in his family that he shares most of his 
thoughts and feelings with, yet I don’t share what’s going on in my life with him, 
although he is so very interested. I know he is because that is his way of getting 
away from his own sorrows and also because he genuinely cares. 
I know that my grandfather would be the first most proud person after my father 
if I completed this PhD. That is another reason why I avoid such conversation 
with my father because he is so desperately waiting for that happy moment for 
something that will mean he can hold his head high again, something to take 
him away from the difficult experience he had recently. After his father passed 
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away he had episodes of his manic depression again. His siblings are not as 
close to him as he would probably hope them to be so he prefers to open up to 
me. Maybe because he is a lot older than most of them - he is the eldest of all 
his siblings so he never had the opportunity to build that bond. His youngest 
sibling is twenty-five, even younger than me. I have always been his rock, but 
now I feel like I am failing him. 
Control is another problem – I am used to being in control. My PhD takes that 
away from me. It is almost as though I lost control, like no matter how, the 
harder I try the further away the deadline seems to be. So maybe I have lost 
control and that is why it is difficult to talk about it because I am used to being in 
control, I am used to being on track, I am used to knowing what is next, I am 
used to understanding my deadlines, but now it is very vague. I have re-written 
the last chapter of my thesis so many times, I cannot even count on my fingers 
how many times I have re-written it. 
I remember the discussion I had with my sister a few days ago. It was about 
how she feels that my father is either always working or isolated in his room. 
How he needs a break and how we need to be there for him and maybe talk to 
him every now and then so he doesn’t get ill again. So I said to her I would 
make an extra effort and I did begin to do that. I ironed some of his clothes. I 
had a chat with him. I had breakfast with him. But I can’t keep up with that at the 
moment because I have other priorities. So in that moment, when I was 
avoiding that question, at the same time I was thinking of a way to answer him 
without offending him. The discussion with my sister is going through my mind 
during this reflection, making me feel guilty for avoiding my father’s question, 
but I was unable to think rationally at the time. My baby sister who is younger 
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than me had said to me that she wishes she was still at home, she wishes she 
wasn’t married, she wishes she didn’t have children so she could be here for my 
father. I realised that I have that opportunity, yet I can’t do it. I can’t offer him 
what she could have offered him if she was still here.  
In the above reflection Saima moves between various identities of a daughter, a 
granddaughter, a researcher, a niece, a sister, and a student. Some of these 
were not obvious during the initial experience or the thought processes at the 
time, but revisiting them has added an arena of thoughts that mean something 
to Saima. By consciously reflecting on her experience Saima is building her 
self-awareness of her various roles and identities in her personal life, the 
contradictions between them, the impact they have on her work life and that her 
work life has on them. In addition we can find that twenty-six different versions 
of the self are listed in this reflection of one ten-minute episode. These are: the 
overburdened PhD self, the devoted self, the counselling self, the family-
oriented self, the friendly self, the people pleasing self, the grieving self, the 
supportive self, the strong self that is failing its purpose (a rock), the controlling 
self, the organised self, the knowing self, the self under pressure, the writing 
self, the prioritising self, the helpful self, the trying self, the domestic self, the 
considerate self, the guilty self, the irrational self, the reflective self, the single 
self, the self with no dependants, the opportunistic self, and the regretful self. As 
Saima reflects on the incident, which self is it that does the reflecting? Is there 
another one to add to the 26? 
But in addition to these subjective experiences of 26+ selves, there are the 
selves that others can see. Observers would see that Saima was firstly the 
single person (arising from slumber in the middle of the day). Saima’s father 
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had noticed that she had just woken from her sleep. He then watched her move 
into the state of prayer. Had anyone seen Saima leave the study, not knowing 
or observing her sleeping state, they would have seen her shift from an 
academic to the Muslim (getting ready to pray). Saima’s father saw her shift to 
the young daughter (avoiding her father’s question about her work), and finally 
to the hungry child-like adult (hoping her mother has cooked her dinner). This 
provokes the question that is beyond analysis here: what is the role of the other 
in evoking different experiences of the self? 
As part of our Discourses, our body language is visible for others to see. 
Saima’s actions spoke louder than her words: moving into prayer, running down 
the stairs, and whispering her prayers loudly are all actions that the self makes 
visible to others. How then do others perceive her actions? And what 
performative effect does her behaviour have on them in response? Does her 
shifting into the position of the child evoke her father’s identity as a father, rather 
than the dependent adult she recounts in the reflection above?  In turn, how 
does she react or respond to that performatively evoked identity of ‘father’? Our 
environments and the people we encounter have an impact on our selves, as 
do their behaviours and actions. Yet, we often fail to realise the impact we have 
on them and the ripple effect that returns. This is very clear in Saima’s moment-
by-moment account in which she talks only about herself, and not about her 
effect on her father. 
As soon as her father caught her in the second moment Saima became 
somebody different to the ‘thinking’ person we encountered in the first moment. 
Saima shifted from an independent lady who was organising her work priorities 
to a weak child when confronted by her father. In the third moment we noticed 
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this again, when Saima found herself in front of Allah (swt), and we noticed 
Saima move from a defensive PhD researcher who was justifying her reasons 
for lying to her father, to a guilty Muslim who was stood in front of her Lord. The 
impact that others have on our selves, or the selves they evoke, significantly 
influences our performance in that very moment. 
Moving on to thought processes we can see a whole drama being played out in 
Saima’s head. All of these processes were not visible for others to see – they 
were internal negotiations. They provide us with a deeper insight into the 
different selves that we cannot observe through Saima’s accounts of the 
experience above, or from her body language. Internally something different is 
taking place that only the Hybrid can hear, because the Hybrid is evoked, by 
that internal narrative. But, it is not until the Hybrid reflects upon this experience 
of the Hybrid form that it begins to mean something. It is at this point we begin 
to notice the shifting selves that I refer to in Chapter five, who move in the 
space of a moment from being one type of person to another type.  We do not 
do this on a conscious level, but through this reflection of the experience we are 
able to realise our many selves and develop self-understanding. It is through 
this self-understanding that we may be able to free ourselves of the categories 
that we are otherwise so inclined to fit into. 
Now that we can see the many versions of the self, evoked during a single 
episode, and selves that reside within this one body that we notice as a South 
Asian Ethnic Minority, it becomes clear that we should not force all these selves 
into a broad category.  We should not do this because to do so denies the 
complexity and individuality of each and every Composite Hybrid. 
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However, it is difficult to break free of categories, because that is how we make 
sense of our selves. 
In his essay Theatrum Philosophicum, Foucault asserts that ‘within categories, 
one makes mistakes; outside of them, beyond or beneath them, one is stupid’ 
(p.361). Foucault is asserting that we are flawed in our careless application of 
categories, but if we do not apply and locate ourselves within categories we are 
left with uncertainty. Thus ‘to think in the form of categories is to know the truth 
so that it can be distinguished from the false; to think acategorically is to 
confront a black stupidity and in a flash to distinguish oneself from it’ (p.361). 
Thus in developing acategorical thought we become aware of the flaw in 
categories and the freedoms to be found outside of categories, but is it possible 
to dispose of categories and categorisation? What forms of selves would we 
become if we could develop acategorical thought? Is this way of thinking, 
something that can be suggested or recommended? Or is it a way of thinking 
that is learnt and developed? Foucault states that, ‘categories silently reject 
stupidity. In a commanding voice they instruct us in the ways of knowledge and 
solemnly alert us to the possibilities of error, while in a whisper they guarantee 
our intelligence and form the a priori of excluded stupidity’ (p.361). That is, in 
order to know the self we categorise others as less good, less intelligent, less 
superior to ourselves. We need to dispense of categories in order to learn and 
be truly knowledgeable, to be aware and vigilant of our own faults that we cover 
over through judging others as at fault. Rejecting categories leaves us with 
ambiguity that can be difficult to understand and make sense of but, Foucault 
argues, unless we do so then we will continue to demean the other who we 
place in the position of our inferior. 
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But as researchers we are taught to categorise – this is fundamental to 
qualitative research in which we organise research participants into themes and 
then into categories, as I discovered in earlier chapters. This is to caution for the 
need for researchers to be more self-aware, and thus aware of the differences 
amongst our participants, and how academic categorical thought imposes 
similarity on others. 
One aspect of the value of my work is therefore that it is showing a reflection of 
categorisation, and although it is difficult to break free of such labelling, as 
researchers we should be aware of imposing them upon the lives of our 
participants. We should find creative ways of researching so that we can 
promote acategorical thought, rather than imposing it. Through our future 
research we should demonstrate the value of acategorical thought so that 
others can begin to learn and develop this was of thinking. If we do this, then we 
may be able to find ways of living beyond categorical thought in which some 
identities are elevated and others reduced to the anonymous, despised and 
feared ‘other’. Within our own movement from subject to subject to subject, we 
may also find ways of being less destructive of our selves if we find ways of 
recognising those categories we experience as destructive. 
4. Reflection 
In a moment-by-moment exploration of one experience (above) we began to 
appreciate the complexity of the Composite Hybrid that we all are. As I analysed 
myself in the above study of seven short moments, I was working up to the 
theory, to illustrate what I mean by Composite Hybridity. I interviewed SAEMs 
over the space of one to two hours, and then put their experiences into neat 
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categories, but in doing so I took away the uniqueness of their selves. If I myself 
can experience so much in a moment then I cannot justify categorising 
interviewees’ entire lives through discussions that took place over the space of 
a couple of hours and that reduced them to only the words that they spoke 
during that short space of time. I forced people into categories from the moment 
I started searching for participants to interview.  
In my search for a means to explore life experiences in a meaningful way, to 
further clarify my findings after completing Chapter four, I stumbled upon 
Hume’s philosophical relations. Once I realised that an amendment of his 
relations, to fit in with my own ideas, could be a means to explore our 
experiences I began to explore my own experiences. Initially I intended to write 
Chapter five by applying the dimensions I had discovered to my experiences to 
show that I was an amalgamated Hybrid. But during this exploration of my 
experiences, through the dimensions I took from Hume, I began to realise at 
that point that I do not fit into any of the categories I had just created. So I had 
to move on from my own previous framework, of four Hybrid forms, having 
realised that I had categorised SAEMs. That was my reason for presenting a 
sophisticated theory with the six dimensions that overlap and mutually inform 
Complex Hybridity. 
While exploring my experiences, through the dimensions taken from Hume, I 
noticed a change within myself. I am now more aware of my experiences, the 
influences that past experiences have on my current experiences, and 
expectations of my future. These explorations surfaced many thoughts and 
feelings that I had not previously experienced. Am I beginning to feel a sense of 
self? Has my exploration of my experiences helped me realise the many selves 
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that reside within me, in my everyday life? Where previously I did not notice my 
sense of self, now my mind pays attention to it in different contexts, around 
different people, and in facing different experiences. I naturally recognise my 
changing identities as though I am standing outside myself. I find myself 
accepting others as different, regardless of the identities that they may enact in 
society. I am more tolerant of others that have a tendency to categorise, or even 
place me into a category. In the past I was rebellious, though subtle rebellion is 
still there, it is present in a silent form. Has the exploration of my own subjective 
experiences surfaced a subtle development of acategorical thought? I often 
teach theory and principles to my students by providing them with familiar 
examples to which they can relate. I find this to be an effective mode of 
learning. By applying a method, one that is meaningful to myself (as it explores 
my subjective experiences), and realising that I cannot fit into, or fit others into 
the categories that once made perfect sense, have I learnt/developed 
acategorical thought? Are the six-to-the-power-of-n dimensions of Composite 
Hybridity, as presented in Chapter five, a means to evolve our way of thinking, 
rather than continuing to perpetuate categorisation? These questions cannot be 
addressed here but they are interesting thoughts that I (whoever that I may be) 
will explore at a later date, in a different paper. 
After realising my categorisation of SAEMs I decided to re-write Chapter five. 
This time I applied the dimensions to the lives of those I had already explored, 
and looked beyond the method of categorisation that I learnt through my 
research training. Instead of neat categories, I presented a neat version of a 
messy process that helps us understand our Complex Hybrid forms. In doing so 
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we not only develop our self-awareness, but also understand this domination of 
categories, and break free of these limitations that we impose upon our selves. 
With these thoughts in mind, it seems fitting to continue this reflective section 
with discussions of future research. 
4.1 Future Research 
It seems fitting to consider how this research may have been pursued 
differently if it was to be written again. I have learnt, in the latter part of 
writing this thesis, the vast amount of literature that I could have drawn 
on if I had more time, such as post-colonialism and identity theory. 
However, having realised the implications for my ideas of these two 
growing areas of research, I am confident that, through this early work, I 
have much potential to publish papers from my thesis that will contribute 
to post-colonial knowledge, and literature on identity. 
A difficulty that I experienced in the earlier part of my research was 
related to data collection. I struggled to find participants from a third 
generation (whose parents had been born in the UK) who were currently 
working. Yet, having explored the lives of the second-generation, and 
found much more to consider in the data than I had initially expected, I 
may have been overwhelmed with data if I had been able to include data 
from a third generation. When I started this thesis I came across many 
third generation SAEMs, but they were all in their early years at 
university. I therefore expect that, four years on, some of those 
individuals will now be settled into work. This therefore provides me with 
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another opportunity to extend my knowledge to this next generation, 
which is only just emerging into 21st century work. 
Another difficulty that I came across was the setting up of focus groups. 
Initially I set out to have focus groups with both second and third 
generation SAEMs. My intentions were three-fold. Firstly, I expected the 
focus groups would be a starting point in exploring the working lives of 
BB SAEMs. I anticipated the focus groups would give me some direction 
in my exploratory research, and narrow down my aims and objectives, to 
a more specific focus, related to this British Born generation. Secondly, I 
expected that early focus groups would be a good start to my snowball 
method in search for participants. Thirdly, I expected focus groups to 
support the structuring of interviews, in that they would provide me with 
cues to instigate discussion with interviewees, who may not otherwise go 
into detail about their life stories. I only managed to set up two focus 
groups, one with each generation. 
Focus groups were difficult to arrange because SAEMs with working 
lives were not always available at the same time as others who also 
worked. The focus group with second-generation SAEMs was useful in 
that the attendees recommended at least one other person to participate 
in an interview. The data from the focus group was not used because the 
discussions were not relevant to, or consistent with any of the interview 
findings. The interviews with third generation SAEMs were also not 
useful because none of these SAEMs had yet entered employment. 
These individuals will now have entered work, so a follow up with them, 
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with the aim to explore whether their expectations of work, were aligned 
with their actual experiences, could be a useful insight. 
On a final note, having reflected upon my own experiences, using the 
dimensions I had created from Hume, I experienced a change in my own 
mind, three quarters of the way through. Something about this process of 
self-understanding has taken me into new areas that I can explore in the 
future, but for that I need to do further research. 
Now that I have these ideas, if I had started from where I am now, I 
would have formed a completely different thesis, but I can only start from 
where I am. My future research will therefore draw on the ideas I have 
developed. However, I can assert there is a need to explore directions for 
research beyond those that I identify below. But my theories of Complex 
and Composite Hybridity are in their infancy. I plan to take them forward 
in further research, in ways I cannot yet anticipate. 
5. Contributions to knowledge 
I have contributed to self-knowledge, self-understanding. This raises the 
question of why people should liberate themselves from categorisation. By 
understanding ourselves, we can understand the difficult situations that we 
often find ourselves in at work. Instead of internalising the negativities from 
others we are then in a position to free our minds of a difficult situation and 
ignore it rather than allowing it to impact us negatively. That is, this thesis points 
to the value of self-understanding and the limitations placed upon the self by 
categories that may be hostile or destructive. 
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I have added, and updated, the understanding in current knowledge of second 
generation, British born, South-Asian Ethnic Minorities. Although some 
similarities were found with the findings of past research, I found that much of 
this was out-dated therefore this thesis has shed light on knowledge of a 
generation that is much more complex than has been previously identified.  
The aims of the thesis have all been fulfilled. Firstly, I explored the lives of 
British born ethnic minorities, currently living in Bradford. In doing so I have 
shown the value of critiquing lazy thought that generalises between British born 
generations and migrant others. This interchangeable use of the term ‘migrant’ 
is problematic and needs to be addressed in literature widely. Thus the critique 
of Western literature will be very useful as a paper in its own right to be 
published in a journal, such as human relations. 
Secondly, I went over and beyond my next aim, in that I did not only discover 
the differently emerging identities developed by this second generation of 
SAEMs, compared to their parents, but I also recognised the diversity in 
identities in this group of individuals. Realising this diversity in identities and 
roles enacted at work and at home, this thesis has opened many avenues for 
future research in areas of employment, career development, training, and 
progression. I have also contributed towards gender studies by discovering 
various factors that influence gender differences in communities such as the 
ones explored within this thesis. These gender differences are not as 
transparent as has been highlighted in past literature, and would therefore make 
an interesting paper to write in the future. 
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My final aim was to explore the fundamental experiences leading up to work. I 
found rich data that considers education such as the influence of teachers and 
careers advisors, job searching through formal and informal methods, and 
(limited) the role of public employment services in finding suitable work. In this 
exploratory research I have made contributions to a vast body of literature, 
beyond that of just management studies. I need next to revisit those ideas 
through the ideas developed later in the thesis: the ways in which, say, 
teachers, categorise BB SAEMs may performatively constitute identities that 
need to be resisted. 
My most significant contribution has been in management studies, where very 
little is known about the working lives of this generation of South Asian workers 
in the UK. The literature review is evidence that little is known about the 
second-generation of British born South-Asian Ethnic Minorities save for only a 
handful of articles (Holgate, 2012; Kirton, 2009; Lucio and Perrett, 2010; 
McDowellet et al. 2014; Manning and Roy, 2010) that referred to either a 
second generation or British born ethnic minorities. Yet, the majority of these 
management papers referred to these ethnic minorities as immigrants. The 
explorations within the current thesis add significant value to business and 
management literature, and rightly so because the British born ethnic minority 
generation is fast growing. An insight into the working lives of these individuals 
is essential and critical to the contribution of knowledge. 
6. Contributions to research methodology 
I have quite substantially contributed to theory on identity creation and self-
awareness. By using the work of a philosopher that is rarely cited in 
management and organisation studies, I demonstrated the value of returning to 
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the insights offered by thought provoking, but largely ignored, philosophers. 
Although I did not use some of Hume’s ideas to develop my theory of composite 
hybridity, I found his concepts were extremely useful in developing my earlier 
theory of Complex Hybridity. Nonetheless, since the completion of my thesis I 
have realised that Hume’s ideas could be very insightful in my theory of 
Composite Hybridity, which explores the moment-by-moment composition of the 
self. With this in mind I hope to further develop my ideas, with more insight from 
Hume who has been extremely inspirational in my thinking during the most 
crucial parts of my thesis. 
7. Contributions to research methodology 
The adoption of life story interviews within this thesis promised to provide an in-
depth understanding of this otherwise misunderstood, and complex, generation 
of individuals. A wide range of experiences from education, to employment and 
the re-consideration of career routes in adult life were recognised here. 
But through using thematic analysis to develop categories I later found its 
potential limitations: the requirement to categorise into common themes inhibits 
rather than enhances understanding. Nevertheless, the same method of 
analysis allowed me to explore the vast range of experiences related to careers. 
It was only when I began to narrow down my findings that I faced problems. A 
notable finding of using thematic analysis, is to ensure, in future, the need to 
explore the performative function of the themes identified: how do those themes 
bring about that very thing which we claim to have uncovered? 
Finally, this thesis used a reflexive account of the researcher’s experience and 
explored the moment-by-moment composition of the self. This has not 
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previously been explored in management literature, therefore is a huge 
contribution to business and management methodologies. There is much 
potential, to further develop this method into a methodological tool and explore 
employees and managers moment-by-moment composition of the self at work. 
The model, developed through Hume, within this thesis, could be a useful tool 
to use in identity research. In management studies research on identity is 
conflated with self-making. Thus, by using this model to explore various 
experiences, as a method of analysis, can we promote and learn not to 
categorise? That is the next step to the methodological approach taken within 
this thesis. 
Overall, there is a need to return to what we do when we do research using 
interviews, categorising, and thematic analysis. We also need to consider the 
value of reflexive research methodologies within business and management 
disciplines. This will be explored in the research I plan to carry out in the future.  
8. Contribution to practice 
My most valuable contribution within this thesis is one to practice. With little 
knowledge about the British Born South-Asian ethnic minorities entering 
employment, and vast amounts of these individuals entering employment, there 
is a need to update employers’ out-dated perspectives of these individuals. 
Through the exploration of this thesis, employers can begin to appreciate the 
many differences, between these individuals, and their migrant parents. 
Throughout this thesis I focus on individuals who have experienced an ‘East 
meets West’ cultural upbringing. These are individuals who were born and 
raised in the UK, with parents who have migrated from other parts of the world. 
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There is a stereotype attached to these individuals as not belonging to either 
their Eastern or Western cultures, but I found that they themselves feel a sense 
of belonging to both. This knowledge is key to understanding the roles that 
British Born Ethnic Minorities play both at home and in the workplace, with 
influences from both their Eastern and Western cultures. 
Public employment services, and educators (schools and colleges) have many 
improvements to make to support the future directions of their service users. 
Although I cannot generalise my findings to all British Born South Asians, I can 
assert that the public support services need to look closely at their avenues of 
support, to service users, at a micro-level. Similarly, careers advisors need to 
provide enhanced support to young people who are seeking careers beyond 
those that are visible, and not restrict the advice they receive. Teachers need to 
empower the young people and open their minds to the idea that every 
individual that walks into their classroom will not be the same as the next. They 
are the leaders for the younger generation, so they have the power to add value 
to their lives, or hinder their minds further. The impact either can have on an 
individual cannot be explored here, but from some of the examples found within 
this thesis, we can see the influence that educators can have on young people. 
Overall it would be interesting, in the future, to research public services, and 
their short and long term influence on service users, and their effectiveness. 
Conclusion 
My exploration of the self, and the lives of British Born South-Asian Ethnic 
minorities, has led me to something totally different from others that have 
explored the self, or even Hybridity for that matter. In this thesis I have asserted 
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that Composite Hybridity is not just the intersecting or inter-sectionality of 
dominant identities. It is not even a new identity. Composite Hybridity is the 
huge varieties of people that each of us becomes from moment-by-moment-by-
moment. That is that Composite Hybridity is not something new, but instead is 
something that has always been there, but not discovered until now. From my 
reflexive experiences we found that my actions, behaviours, and values do not 
arise from some active working of one of my major identities such as culture, or 
gender, or ethnicity and so on. Instead our behaviours, or actions, or values 
arise from a huge amalgam of things that may or may not include a combination 
of our major identities. 
In realising this, my role extended beyond the exploration of a minority of 
people, and instead I have begun another journey that looks past categories of 
culture, ethnicity, religion, class or whatever else we learn to limit ourselves to. 
My role from here on is to free the minds of my co-humans, who may or may 
not share my similarities, but work with, for, and amongst us in this globalised 
world. Thus my work does not end here, as this is just the beginning. Where 
others have devoted theory, I will offer the practicality of theory. That is not to 
say I will not continue to explore the lives of particular groups of individuals, but 
instead that I will use such explorations to promote a-categorical thought. 
I wonder whether, through explorations of methods, such as the moment-by-
moment composition of the self, we can further develop this theory of 
Composite Hybridity, to promote a-categorical thought? In bringing this thesis to 
a close, as I thought I had reached a conclusion, other questions are opening 
up. But it is time to draw this thesis to an end; otherwise I will be here for 
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another decade, with a thesis as complex as I have found Composite Hybrids to 
be thus far. 
At every stage of this thesis a new question, or a series of questions have 
surfaced. These questions have challenged my thoughts and findings and led 
me down a different rabbit hole every time. It may seem that in this final chapter 
several questions have found some form of answer, but others have been left 
unexplored. These are the starting point in the next phase of my research. 
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Appendix 1: Information Sheet 
Name of Researcher: Saima Rifet       
Title of Project: Exploring working lives in 21st Century Bradford Communities: 
British Born second and third Generation Pakistani and Bengali ethnic 
minorities 
Dear Participant, 
You are here to take part in a research study. Before you decide, it is important 
for you to understand why the research is taking place and what it will involve. 
Please take your time to read the following information carefully and discuss it 
with others if you wish. Ask me if there is anything that is not clear or if you 
would like more information. Take time to decide whether you wish to take part.   
The aim of the research is to explore the working lives of British workers with a 
Pakistani and Bengali background.  
You have been selected to take part because you have worked in Bradford and 
West Yorkshire. Bradford is the context that this research will be set within 
therefore people working in Bradford and West Yorkshire are most suitable as a 
participant for this research. 
It is up to you to decide if you want to take part. If you do decide to take part, 
you will keep this information sheet and sign a consent form. If you decide to 
take part, you are still free to withdraw at any time and without giving a reason.   
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If you agree to take part in the research, I will carry out an interview with you 
that will explore your work experiences. Your participation in the tape-recorded 
interview is likely to last between one and two hours.  
All the information given by you during this research will be secure. You will not 
be identified in the report and your name and address will not be included in the 
report in order to ensure confidentiality. When the report is complete and 
publicised, your information will remain anonymous and all the information I 
have collected about you will continue to be secure.  
I will also be conducting a series of focus groups, which can take forty minutes. 
If you are interested in participating in focus groups, please provide your details 
to me upon request. 
If you decide to withdraw your data from the study after participation, you can 
contact me direct on srifet@student.bradford.ac.uk. Please note that you can do 
this until July 2013 after which I will have already written up the report.  
If you require any more information about the research, please contact me to 
discuss the details further. Thank you for reading this information sheet and 
taking part in this research.  
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Appendix 2: Consent Form 
Name of Researcher: Saima Rifet (Sam)                                             
Title of Project: Exploring working lives in 21st Century Bradford Communities: 
British Born second and third Generation Pakistani and Bengali ethnic 
minorities  
Thank you for considering taking part in a focus group/interview as part of the 
current research. I would be grateful if you would read the following questions 
and indicate your response to each of them. The purpose of this is to ensure 
that you are fully aware of the purpose of the research and that you are willing 
to take part. 
I have been informed about the purpose of the study and have had the 
opportunity to ask questions about it if I wished      
  YES/NO  
I understand that I can withdraw from the study at any stage, without giving a 
reason and that my data will not be included in the research    
  YES/NO 
I understand that I am free to choose not to answer a question without giving a 
reason why             
  YES/NO 
I am aware that the focus group/interview will be tape-recorded and I give my 
consent for this recording.         
  YES/NO 
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I understand that extracts from the recording might be publicised late 
  YES/NO 
I understand that if extracts from the recording are used, the researcher will 
remove all identifying information about my organisation and me. My identifying 
information will remain anonymous.      
 YES/NO 
I confirm that I have not been involved in a similar study in the past 6 months.
 YES/NO 
 
 
I give my consent to take part in the research. 
Participant 
Signed     ……………………………………….. 
NAME IN BLOCK LETTERS … ……………………………………. 
Date               ………………………………………… 
Researcher 
Signed     ……………………………………….. 
NAME IN BLOCK LETTER ……………………………………………… 
Date ………… 
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